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CHAPTER 1: INTRODUCTION 
Incidents of sexual harassment in the workplace were first reported in the 1970's 
by the popular press (Gutek, 1985). A 1976 sexual harassment survey by "Redbook" 
magazine reported that 88% of the respondents had been sexually harassed at some 
point in their working lives by supervisors or coworkers (Safran, 1976). Similarly, a 
sexual harassment survey administered to women clerical and professional staff at the 
United Nations in 1976 reported that 50% of the respondents felt that sexual pressure 
existed at their job (Neugarten & Shafritz, 1980). A 1977 "Glamour" magazine 
survey of 1000 readers reported that 37% of the respondents had been victims of 
sexual harassment (Meyer, Berchtold, Oestreich, & Collins, 1981). 
In 1980 the U.S. Merit Systems Protection Board conducted a comprehensive 
study of sexual harassment in the Federal Government. Responses from over 20,000 
workers indicated that 42% of the women and 15% of the men had experienced some 
form of sexual harassment. The types of behaviors experienced ranged from sexual 
remarks, suggestive looks and deliberate touching, to pressure for dates and sexual 
favors, letters and calls, and actual or attempted rape (U.S. Merit Systems Protection 
Board, 1981). An examination of the history and dynamics of sexual harassment 
appeared in Sexual Shakedown: The Sexual Harassment of Women on the Job 
(Farley, 1978). Farley noted that sexual harassment of women had gone unchallenged 
for years because of widespread social acceptance. She cited negative consequences to 
victims of sexual harassment that ranged from absenteeism and lost productivity to 
emotional illness and lowered self-esteem. 
In Sexual Harassment of Working Women MacKinnon (1979) likened the 
responses of sexual harassment victims to those of rape victims: shame, humiliation, 
embarrassment, and anger. She argued that sexual harassment was a form of sex 
discrimination that reinforced women's inferior role in the workplace. 
Although early sexual harassment studies focused on workplace behaviors, Dziech 
and Weiner (1984) noted that sexual harassment has also existed in the higher 
education community "as long as there have been women students and male 
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professors" (p. 11). A few institutions, notably the University of California at 
Berkeley and East Carolina University, conducted surveys of sexual harassment in the 
late 1970's. Overall 20% of the students surveyed at Berkeley and 33% of the 
students surveyed at East Carolina University reported personally experiencing at 
least one incident of sexual harassment (Maihoff and Forrest, 1983). 
During the early 1980s sexual harassment surveys were conducted at Arizona State 
University and Iowa State University reporting incidence levels of sexual harassment 
ranging from 13% to 65% (Dziech & Weiner, 1984). Studies throughout the 1980's, 
continued to reveal consistent levels of sexual harassment. A review of twenty 
university studies done by Rubin and Borgers (1990) confirmed that sexual 
harassment occurred for 30% of female students, regardless of the definition of sexual 
harassment or the methodology used. Similarly Truax (1989) concurs, suggesting that 
35-40% of the students on a typical campus experience sexual harassment and 95% of 
those incidents involve men harassing women. 
Hotelling (1991) affirmed that despite changes in policies, prevention strategies, 
and the adoption of ethical standards, sexual harassment continues to be a problem. 
The hidden nature and "silence" of sexual harassment has been noted by several 
authors (Sandler & Associates, 1981; Hotelling, 1991). Sandler and Associates argued 
that women have been quiet about the problem because it was assumed nothing could 
be done. They caution that an absence of complaints does not mean that a problem is 
non existent. 
As MacKinnon (1979) states: "Until 1976, lacking a term to express it, sexual 
harassment was literally unspeakable, which made a generalized, shared, and social 
definition of it inaccessible. The unnamed should not be mistaken for the 
nonexistent. Silence often speaks of pain and degradation so thorough that the 
situation cannot be conceived..." (pp. 27-28). 
Sexual harassment continues on college campuses due to a lack of understanding 
of the existence of the problem and the profound impact it can have on some victims 
as noted by Dziech and Weiner (1984): 
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Scarcity of survey information on individual campuses and the national scene is 
one reason for sexual harassment's invisibility. Equally important is the 
reluctance of women students to report their experiences. As with rape victims, 
sexual harassment victims are hesitant to add the pain of self-disclosure and the 
risk of interrogation to the distress caused by the harassment (p. 15). 
They go on to state: 
The self-imposed silence of student victims, which contributes to the continued 
invisibility of the problem, is reinforced by the cloud of confusion that exists-and 
is sometimes conveniently created-around what sexual harassment actually is. 
While both rape and sexual harassment are underreported, sexual harassment 
trades on its victims' uncertainty about how to label their experiences (p. 17). 
Sexual harassment may be particularly problematic in colleges and universities 
because of the very nature of the student-faculty relationship. Students, particularly 
women, are aware that power differences commonly exist between them and faculty 
members (Rubin & Borgers, 1990). According to Dziech and Weiner (1990): 
Students understand the traditional difference in sex roles and power. One of the 
earliest survival lessons women learn is that they must handle problems like 
sexual harassment. Social conditioning leads many to believe that this is the way 
things are and that there is ho point in public protest: no one would believe them 
(p. 16). 
Similarly, McCormack (1985) adds "...that sexual harassment, when it occurs, is 
not an isolated incident. It is widespread, not discussed, and appears as an accepted 
part of the academic environment" (p. 29). While many victims remained silent, 
sexual harassment legal cases increased in the 1980's. 
Hotelling (1991) noted that interest in sexual harassment grew after the 1980 
federal court decision in Alexander v. Yale in which sexual harassment was ruled a 
form of discrimination prohibited by Title IX of the Education Amendments of 1972. 
The first Supreme Court case ruling on sexual harassment occurred in 1986 with 
Meritor Savings Bank, FSB v. Vinson (Little & Thompson, 1989). The case had a 
significant impact on higher education because as Little and Thompson (1989) state: 
"The court ruled in Meritor that sexual advances by co-workers (or by analogy 
professors) that create a 'hostile work environment' are a key determinant of sex 
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harassment" (p. 17). Cole (1986) predicted an increase in legal action would ensue as 
professors were more likely to be held accountable for the educational environment 
they created. In addition, the Civil Rights Act of 1991, which permits both 
compensatory and punitive damages in sexual harassment cases for the first time 
under federal law, is expected to cause an increase in sexual harassment claims 
(Wagner, 1992). 
Scholarly research of sexual harassment has continued to increase in the past 
decade. Several national events have also focused public awareness on the issue of 
sexual harassment. The 1991 Supreme Court Justice nomination hearing of Clarence 
Thomas and a major U.S. Navy sexual harassment scandal dubbed "Tailhook" in 1992 
were reported in newspapers and newsmagazines, and on national television. In 
addition, considerable public attention was given to the issue of sexual harassment 
when accusations were made in 1992 against long time United States Senators Robert 
Packwood of Oregon and Daniel Inouye of Hawaii. 
. A "Newsweek" magazine poll published December 28, 1992 reported that 58% of 
the people surveyed believed men had become more sensitive to the problem of 
sexual harassment in recent years (Salholz et al., 1992). Additionally, 66% of the 
respondents believed bosses had become more sensitive to the problem of sexual 
harassment. Changing public awareness about sexual harassment was also reflected in 
a "Newsweek" poll (October of 1991) which reported that 27% of respondents 
believed Anita Hill had been sexually harassed. The same question in December 1992 
revealed that 51% of the respondents believed she was sexually harassed. Finally, the 
Equal Employment Opportunity Commission reported the filing of sexual 
harassment complaints increased from 6,883 in 1991 to 10,522 in 1992 (Salholz et al., 
1992). The widespread publicity of national scandals further demonstrated the 
continuing pervasiveness of sexual harassment in society. As Ross and Green (1983) 
aptly noted "sexual harassment is an old problem but a new issue" (p. 1). Although 
sexual harassment studies in higher education have increased, research continues to be 
important because of the debilitating effect such behavior has on students. Sexually 
5 
harassed students have felt forced to withdraw from classes, change majors, or change 
career plans (Sandler & Associates, 1981). Several authors have documented the 
negative impact sexual harassment has on students' educational and career 
development (Dziech & Weiner, 1990; Benson & Thomson, 1982; McKinney et al., 
1988). 
Moreover, those students who are not sexually harassed themselves suffer. A 
survey at Iowa State University (Adams, Kottke & Padgitt, 1983) noted that "negative 
effects of sexual harassment extend beyond those students who have personally 
experienced the harassment. Of the students responding, 13% of the females and 3% 
of the males said they had avoided taking a class from or working with a faculty 
member who was known or rumored to have made sexual advances to students" (p. 
488). These findings demonstrate that sexual harassment can have direct and indirect 
negative effects on students. 
The majority of the sexual harassment studies in higher education have focused on 
white American female students. However, a need exists for studies which include a 
focus on the sexual harassment experiences of different ethnic groups on college 
campuses (Fitzgerald et al., 1988). Many higher education institutions have made a 
commitment to bring ethnic minority students to their campuses, yet no studies were 
found which systematically examined perceptions and incidence levels of sexual 
harassment experienced by African American students. As DeFour (1990) stated: "In 
most of the studies the researchers have not asked the respondents to indicate their 
race or ethnicity" (p. 45). To fully understand a problem in a diversified society, all 
segments of a population need to be studied. 
Statement of the Problem 
At Iowa State University the most recent comprehensive survey of the scope and 
types of sexual harassment behaviors experienced by students was completed in 1981 
(Adams et al., 1983). That study reported three important findings: 1) students had 
experienced sexual harassment behaviors which interfered with their academic and 
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career development, 2) 13% of the respondents had avoided taking a class from a 
professor because of concern about sexual harassment, and 3) none of the respondents 
filed a formal sexual harassment complaint. The results of the study provided 
evidence which led to development of a university sexual harassment policy (Adams 
et al., 1983). 
More than ten years after implementation of the sexual harassment policy there is 
a need to determine the current incidence levels and perceptions of students regarding 
sexual harassment. The documentation of the incidence and type of sexual 
harassment experienced by students from faculty is important information about the 
perceived existence of sexual harassment at Iowa State University. Defining the scope 
of the problem is necessary in order to minimize the negative effects sexual 
harassment has on the learning environment of students. Because most cases of sexual 
harassment go unreported, it is important to ascertain students' responses to actual 
incidents of sexual harassment. In addition, with increased diversity on college 
campuses it is important to understand if there are differences between white and 
African American students regarding sexual harassment behavior. 
If we determine that" sexual harassment continues to exist it may be necessary to 
reexamine university policies and reporting procedures to determine their adequacy. 
Additionally, survey data may identify new areas for educational and training 
programs related to sexual harassment. 
Purpose of the Study 
There are several reasons for examining the sexual harassment of students by 
faculty members at Iowa State University. The purposes of the study are to 
investigate; 
a) the current incidence of sexual harassment behaviors experienced by students; 
b) types of behaviors which students consider to be sexual harassment; 
c) barriers to reporting sexual harassment; 
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d) the extent to which students avoid taking courses because of the sexual harassment 
reputation of faculty members; and 
e) the impact of the Clarence Thomas hearing on the likelihood of students to report 
sexual harassment in the future. 
This study seeks to determine if there are perceptual and experiential differences 
with each of the given issues listed above. Three subgroups of the student population 
(gender: men and women; ethnicity: white American and African American; and 
academic classification: undergraduate and graduate) serve as the variables in the 
study. Identifiable student differences can assist educators in designing orientation 
program information about sexual harassment for faculty and students. Results can 
also be used by university officials to assist students who encounter sexual 
harassment. In addition, the results will be valuable for educating faculty members 
about student perceptions and reactions to sexual harassment. Finally, significant 
differences within any student subgroup may indicate targets for specific educational 
programming about sexual harassment. 
Statement of Assumptions 
This study assumes the following: 
1. Students will understand the definitions of sexual harassment and relate them to 
their own experiences; and 
2. Self reporting will be honest and accurate. 
Definition of Terms 
Definitions of terms used throughout the research are as follows: 
1. faculty member refers to department chairpersons, all ranks of professors, 
instructors, academic advisors, and graduate teaching assistants; 
2. gender refers to men and women students; 
3. ethnicity refers to white American and African American students; and 
4. classification refers to undergraduate students and graduate students; 
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5. sexual harassment is defined as seven categories of behavior with accompanying 
descriptive examples (Adams et al., 1983; Reesor, 1987). 
Category of sexual harassment 
a) sexist comments: 
b) sexual comments: 
Descriptive examples 
comments or jokes that are stereotypical or 
derogatory to members of one sex; 
unwanted jokes, questions, teasing, or remarks 
that are sexual in nature; inquiries of sexual 
behaviors or values; 
c) undue attention: 
d) invitations: 
e) physical advances: 
f) sexual propositions: 
g) sexual bribery: 
sexually suggestive looks or gestures; leaning over; 
leering at one's body; cornering; 
unwanted, repeated pressure for personal dates; 
pressure for personal letters or phone calls; 
individual invitation to one's apartment or house, 
but where sexual expectations are not stated; 
kissing, hugging, pinching, fondling patting, 
grabbing 
clear invitations for sexual encounter but 
containing no threats or promises 
explicit sexual propositions which include or 
strongly imply rewards for complying (e.g., higher 
grades, better recommendations) and or threats of 
punishment for refusing (e.g., lower grades, poorer 
recommendations). 
Research Questions 
The research questions were developed based on a comprehensive review of the 
literature which indicated a need to assess current perceptions, reporting, and 
incidence levels of sexual harassment in higher education. Research questions were 
also developed based on the topic interest of the researcher. Finally, questions were 
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developed to assess the impact of the Clarence Thomas Supreme Court Justice 
nomination hearings on the awareness and reporting of sexual harassment. 
1. Are the behaviors that students consider to be sexual harassment independent of 
gender, or ethnicity, or classification? 
2. Are the different categories of sexual harassment behaviors students that 
experienced independent of gender, or race, or classification? 
3. Is the reporting of sexual harassment to a university office or official independent 
of ethnicity, or gender, or classification? 
4. Are the reasons students do not report sexual harassment independent of 
ethnicity, or gender, or classification? 
5. Are responses of students indicating they avoided taking a class from or working 
for a faculty member because of what they know or have heard about the faculty 
member regarding sexual harassment independent of ethnicity, or gender, or 
classification? 
6. Are responses of students indicating they are aware of other students who avoided 
taking a class from or working for a faculty member because of what they know 
or have heard about the faculty member regarding sexual harassment independent 
of ethnicity, or gender, or classification? 
7. Are responses of students who indicated they were aware of the Clarence Thomas 
Supreme Court hearing and Anita Hill's testimony, and who indicated the 
hearings made them more aware of sexual harassment, independent of ethnicity, 
or gender, or classification? 
8. Are responses of students who indicated they were aware of the Thomas Supreme 
Court hearing and Anita Hill's testimony, and who indicated the hearings made 
them more or less likely to report an incident of sexual harassment independent 
of ethnicity, or gender, or classification? 
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Limitations of the Study 
The following limitations apply to this study: 
1. The study was limited to Iowa State University students registered for classes fall 
semester, 1992; 
2. The study was limited to American students who identified themselves with the 
Registrar's Office as white, non-Hispanic and black, non-Hispanic; 
3. The study was limited to students who voluntarily participated; and 
4. The study was conducted shortly after the Clarence Thomas Supreme Court 
Justice nomination in which there were charges of sexual harassment. Although 
no association can be made with these hearings, the publicity surrounding the 
hearings may have affected respondents' awareness concerning sexual harassment. 
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CHAPTER II: LITERATURE REVIEW 
The review of literature included journals, ERIC documents, unpublished 
manuscripts, government documents, books, and newspaper and popular magazine 
articles. The review of literature will focus on seven different areas of educational 
research regarding the issue of sexual harassment: definitions, incidence, impact on 
students, gender issues, ethnicity issues, academic classification issues, and reporting of 
sexual harassment. 
The first section of the review will focus on changes which have occurred over 
time in behavioral and legal definitions of sexual harassment. Second, incidence levels 
of sexual harassment at colleges and universities will be examined to document 
differences in findings during the past decade. Third, the physical and psychological 
impact of sexual harassment on students is reviewed. Next, differences in how men 
and women perceive and experience sexual harassment are noted in numerous studies 
which focus on gender issues. Although men and women have both been victims of 
sexual harassment noteworthy differences are expected to exist between the genders. 
The fifth area of review, ethnicity issues, is a primary interest for the current study. 
Of particular interest are perceptual and experiential differences between white and 
African American students. Sixth, the academic classification section focuses on 
graduate student and undergraduate student experiences of sexual harassment. 
Finally, reporting of sexual harassment will examine frequency of formal reporting 
and barriers which inhibit reporting. 
Sexual Harassment Definitions 
A persistent and historical problem reported in many studies has been the lack of 
agreement on one accepted definition of sexual harassment (Fitzgerald & Ormerod, 
1991; Hotelling, 1991; Crocker, 1983; Rubin & Borgers, 1990). In an analysis of 
university definitions of sexual harassment Crocker (1983) reviewed definitions used 
for policy statements and grievance procedures at undergraduate institutions. She 
notes the importance of a sexual harassment definition to "educate the community ... 
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students learn that certain experiences are officially recognized as wrong and 
punishable; professors are put on notice about behaviors that constitute sexual 
harassment; and administrators shape their understanding of the problem in a way 
that directs their actions on student inquiries and complaints" (p. 697). 
Definitions used to define sexual harassment have been behavioral and legal. 
Behavioral definitions have evolved over time as understanding of the complex issue 
of sexual harassment has changed. Early definitions of sexual harassment defined it 
primarily as male physical behaviors against women in the workplace (Farley, 1978). 
Increasing awareness of the issue has led to an inclusion of a wider range of behaviors 
in definitions (Popovich, Licata, Nokovich, Martelli, & Zoloty, 1986). Withers (1987) 
noted that sexual harassment "occurs when sexual language or behavior is unwanted, 
unwarranted, and threatens the ability of individuals to participate and benefit freely 
from that environment" (p. 4). An important realization in the evolution of a sexual 
harassment definition has been that nonphysical behaviors such as sexually suggestive 
comments, sexual innuendo, and leering can be a form of sexual harassment (Crocker, 
1983). 
MacKinnon (1979) helped define sexual harassment as two distinct categories of 
behaviors: quid pro quo and condition of work. Quid pro quo harassment involves a 
need to comply sexually or lose an employment opportunity. MacKinnon noted an 
analogous situation in higher education where a student who refused sexual advances 
from a professor received a low grade in the course. Condition of work involves 
touching, lewd remarks, or sexual comments rather than direct threats. It can include 
being "...visually undressed and stared at, surreptitiously kissed,....and generally taken 
advantage of at work-but never promised or denied anything explicitly connected 
with her job" (p. 40). Quid pro quo and condition of work descriptors combine 
together to form a sexual harassment continuum of behaviors generally found in most 
definitions. 
A continuum definition has been utilized by numerous researchers in higher 
education (Adams, Kottke, & Padgitt, 1983; Kenig & Ryan, 1986; Maihoff & Forrest, 
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1983; Schneider, 1987). Continuum definitions generally consist of three to eight 
categories of behaviors ranging from body language to sexual bribery (Rubin & 
Borgers, 1990). Kenig and Ryan (1986) provided subjects with eight categories of 
behaviors: sex-stereotyped jokes or depictions; teasing remarks of a sexual nature; 
unwanted suggestive looks or gestures; unwanted letters or telephone calls; unwanted 
leaning or cornering; unwanted pressure for dates; unwanted touching; unwanted 
pressure for sexual activity. 
In preparing one of the earliest sexual harassment surveys of university students 
Adams et al. (1983) at Iowa State University conceptualized sexual harassment along a 
continuum of eight categories of behaviors. Rather than defining sexual harassment 
for respondents Adams et al. (1983) provided a continuum of behaviors which 
included descriptions of behaviors cited in case law. The eight behaviors they 
identified were: sexist comments, undue attention, verbal sexual advances, body 
language, invitations, physical advances, explicit sexual propositions, and sexual 
bribery. 
Maihoff and Forrest (1983) used a definition of sexual harassment with only four 
behavior categories: jokes about anatomy, physical touching or fondling, propositions 
of sex in exchange for rewards, and sexual assault. Respondents (female 
undergraduates and graduates) were questioned about the degree of disapproval they 
felt toward each form of sexual harassment in three environments: the classroom, 
assistantships, and other work settings. Disapproval ratings of victims were analyzed 
according to the type of sexual harassment, the perpetrators, and the environment. 
In an attempt to develop a sexual harassment survey instrument Fitzgerald, 
Shullman, Bailey, Richards, Swecker, Gold, Ormerod, and Weitzman (1988) produced 
the SEQ (Sexual Experiences Questionnaire) using five categories of sexual 
harassment. The five categories were: gender harassment (sexist remarks and 
comments), seductive behavior (inappropriate and offensive, but sanction free sexual 
advances), sexual bribery (solicitation of sexual activity or other sex-linked behavior by 
promise of rewards), sexual coercion (coercion of sexual activity by threat of 
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punishment), and sexual assault (gross sexual imposition or assault). In their research 
developing the SEQ Fitzgerald et al. reported that the five category definition yielded 
generally similar incidence levels of sexual harassment as previous surveys. 
While early definitions stated that sexual harassment behavior had to be unwanted 
or unwelcome Crocker (1983) raised the issue of whether sexual comments, leers, and 
other behaviors could ever be "freely wanted....given a student's dependence on a 
professor for everything from grades to psychological and professional support" (p. 
702). She goes on to note that qualifying words like "unwelcome" and 
"inappropriate" suggest that some sexual behaviors from faculty members are 
appropriate and to be expected by students. Crocker (1983) concludes: "In certain 
respects, the use of these words betrays the seriousness of the offense because, in a 
significant way, any verbal or physical advance places the student in a high-risk, 
treacherous position" (p. 703). 
Hotelling (1991) added to concerns Crocker (1983) raised in the use of the term 
"more serious" when describing behaviors on a sexual harassment continuum such as 
sexual bribery or threats of punishment for sexual refusal. Although the "most 
serious" forms of sexual harassment may be very destructive, they are also the least 
frequent. Hotelling (1991) states that "because sexual harassment without threats 
occurs much more often than with threats, this type of behavior can be at least as 
harmful if not more so than the "serious" types of harassment. Because of the 
insidiousness, and "naturalness" of the behavior, it leads to an increased sense of 
unreality for women; at least with threats, the situation is clear" (p. 498). Tuana 
(1985) also noted that sexual harassment is often implied rather than explicitly stated 
by professors. 
In further review of sexual harassment definitions in higher education Crocker 
(1983) suggested important commonalties found in most definitions: "they recognize 
a wide range of behavior and experiences as sexual harassment and they acknowledge 
a potentially broad impact and effect on victims" (p. 699). Crocker further states 
"What is now being defined as illegal and/or unethical has been taken for granted, 
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considered acceptable, and even thought of as liberating, therapeutic, educational, or a 
right of status" (p. 698). 
Although sexual harassment has existed for a long time it became a legal issue in 
the late 1970's when courts began recognizing it as a form of sexual discrimination 
under Title VII of the Civil Rights Act of 1964 (Cole, 1986). In 1980 the Equal 
Employment Opportunity Commission (EEOC) issued guidelines on unlawful 
discrimination because of sex. Sexual harassment was defined as: "Unwelcome sexual 
advances, requests for sexual favors, and other verbal or physical conduct of a sexual 
nature constitute sexual harassment when (1) submission to such conduct is made 
either explicitly or implicitly a term or condition of an individual's employment, (2) 
submission to or rejection of such conduct by an individual is used as the basis for 
employment decisions affecting such individual, or (3) such conduct has the purpose 
or effect of unreasonably interfering with an individual's work performance or 
creating an intimidating, hostile, or offensive working environment " (p. 74676, 
Congressional Federal Register, 1980). .Sections one and two of the ÈEOC guidelines 
are considered quid pro quo sexual harassment and section three would generally be 
considered condition of work sexual harassment (Cole, 1986). 
The first higher education case of sexual harassment was filed by a student in 
Alexander v. Yale. A student victim of quid pro quo sexual harassment alleged that 
she had received a lower grade for refusing sexual demands from a professor 
(Shullman & Watts, 1990). Decided in 1981, the case established that sexual 
harassment of students is a form of sex discrimination under Title IX of the Higher 
Education Amendments of 1972 (Adams, Kottke, & Padgitt, 1983). 
In 1986 the United States Supreme Court upheld the EEOC definition of sexual 
harassment in Meritor Savings Bank, FSB v. Vinson. The definition provides that 
both quid pro quo (sex in exchange for a benefit) and conditions of work (offensive 
environment) harassment are illegal (Cole, 1986). Shullman and Watts (1990) 
emphasized that these definitions translate to higher education environments, 
particularly in relation to student-faculty relationships. The more blatant forms of 
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sexual harassment (quid pro quo) are experienced least by students and are generally 
agreed by men and women to be sexual harassment (Adams et al., 1983). Significant 
however is the "offensive environment" definition, which often includes more 
frequently experienced verbal comments. The inclusion of the learning environment 
expands the scope and definition of sexual harassment. 
Additionally, Little and Thompson (1989) cite the case of Korf v. Ball State 
University in which a consensual faculty-student relationship became a legal case of 
sexual harassment. The court raised questions of institutional liability for three 
reasons. First, the defense of equal choice doesn't exist since a faculty member has 
power over a student. Second, parents may contend a consensual relationship is 
unprofessional. Third, classmates of the student may claim unequal treatment 
resulted because of the relationship. Little and Thompson note that courts maintain 
high standards for educational institutions, sometimes going beyond what is required 
by law. 
To summarize, although a precise definition of sexual harassment commonly 
agreed upon by researchers cannot presently be found in the literature, it seems clear 
that what has evolved is a continuum definition of the concept. The continuum, 
may be comprised of three to eight sexual harassment behavior categories, but all 
include verbal sexual or sexist comments, undue attention or sexual advances, 
touching, and coercive sexual activity as components of a definition. In addition, 
court cases have included the concept of a hostile environment in their rulings. 
Incidence of Sexual Harassment 
A wide range of incidence rates have been reported in sexual harassment research 
(Rubin & Borgers, 1990). Till (1980) noted that sexual harassment incidents were 
reported at all types and sizes of two and four year, public and private institutions of 
higher education. Factors which have influenced the amount of sexual harassment 
reported include the definition used, methodology employed, and population sampled 
( Maihoff & Forrest, 1983; Hotelling, 1991). Because the definitions of sexual 
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harassment vary from one survey to another it is difficult to make exact comparisons 
of results across studies. Some studies used random survey methods (Adams et al, 
1983) while others solicited information from victims (Till, 1980; Benson & 
Thomson, 1982). Benson and Thomson (1982) surveyed only juniors, seniors, and 
graduate students, while Schneider (1986) surveyed only female graduate students. 
McCormack (1985) restricted her survey to college students enrolled in four scientific 
fields, but included high school experiences in reporting the results. 
The more general a definition of sexual harassment is, the higher the reported 
incidence levels. Studies which included sexist and sexual comments and nonverbal 
actions such as leering and staring in their definitions have found harassment rates up 
to 65% (Adams et al., 1983; Schneider, 1988). In contrast, studies whose definition of 
sexual harassment excluded "common" sexist behavior, have found harassment rates 
of 13% or less (Metha & Nigg, 1983). 
A survey at Iowa State University which included both men and women in the 
sample was indicative of the wide range of results reported in the research. The most 
frequently experienced form of sexual harassment was sexist comments, reported by 
65% of the women. The lowest frequency of sexual harassment behavior was sexual 
bribery, reported by 1.6% of the men (Adams et al, 1983). 
A study at Berkeley reported that 30% of undergraduate and graduate women had 
experienced sexual harassment (Benson & Thomson, 1982). Subjects reported the 
most frequently experienced form of sexual harassment was verbal advances and the 
least experienced behaviors were physical advances and sexual bribery. 
Similar results were cited by Wilson and Kraus (1983) who studied only women. 
They used a continuum definition of sexual harassment ranging from verbal 
comments to assault. Overall, 33% of the respondents reported experiencing at least 
one form of sexual harassment. A study of only women students at Michigan State 
University revealed incidence levels of 25%, including 3% of the respondents who 
reported three or more incidents of sexual harassment (Maihoff & Forrest, 1983). 
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The authors noted that jokes about women's anatomy were the most frequently 
reported form of sexual harassment. 
An Arizona State University sexual harassment survey which included faculty and 
staff, in addition to students, reported incidence levels of 13.7%, 11.2%, and 13.3% 
respectively (Metha 8c Nigg, 1983). The researchers speculated that the reason the 
incidence level was lower than previous studies was because a narrow definition of 
sexual harassment was used which excluded common forms of sexist behavior. 
Interpretation of the results were further complicated because nearly 63% of the 
respondents' status at the time the harassment occurred was as a graduate or 
undergraduate student, not as faculty or staff. Metha and Nigg noted that even 
incidence levels of thirteen percent represented 2,300 women at the university. 
Fitzgerald, Shullman, et al. (1988) surveyed students at two universities using a 
continuum definition of sexual harassment with the following categories: gender 
harassment (sexist remarks and comments), seductive behavior (inappropriate and 
offensive, but sanction free sexual advances), sexual bribery(solicitation of sexual 
activity or other sex-linked behavior by promise of rewards), sexual coercion 
(coercion of sexual activity by threat of punishment), and sexual assault (gross sexual 
imposition or assault). Results indicated that 31% of female students had experienced 
some form of gender harassment and 15% had experienced seductive sexual 
approaches. Sexual advances were reported by 5-15% of the respondents depending 
upon the subgroup of the sample. 
In summary, comparisons of studies are complicated by the lack of an agreed 
upon research methodology and definition of sexual harassment. Behavior generally 
considered to be the least severe type of sexual harassment such as verbal comments 
and jokes were reported the most frequently. Conversely, severe forms of sexual 
harassment such sexual bribery were reported by fewer than 5% of the respondents in 
most studies. However despite the many differences reported, behaviors considered 
to be sexual harassment continue to be experienced by 20-30% of university students 
surveyed (Dziech & Weiner, 1990; Fitzgerald, Shullman et al., 1988). 
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Impact of Sexual Harassment on Students 
Reactions to sexual harassment are numerous and varied. Victims of sexual 
harassment often experience emotional difficulties and psychological stress. In 
addition, sexual harassment can negatively affect the educational experience and career 
opportunities of a student (Riger, 1991). Similarly, Fitzgerald, Shullman, et al. (1988) 
stated that sexual harassment represents a serious barrier to career development for 
women. According to Sandler (1990) sexual harassment "... creates a chilling effect on 
the learning or working climate" (p. 6). Several authors cite the "hidden problem" or 
"silence" of sexual harassment which adds to the victim's distress (Sandler & 
Associates, 1981; Dziech & Weiner, 1990; Tuana, 1985; Hotelling, 1991). Victims 
frequently feel shock and anger. They often ignore the behavior and many fear 
retaliation (Dziech and Weiner,1990; Brandenburg, 1982; Crocker, 1983). 
The limited studies regarding the physical and psychological effects of sexual 
harassment have been documented in workplace settings. Crull (1982) studied the 
stress effects on women workers who sought counseling due to sexual harassment 
incidents. She reported reactions to sexual harassment which had negatively affected 
psychological and physical health. Common responses reported were loss of 
confidence in skills, loss of motivation, and inability to concentrate. Psychological 
reactions included increased tension, nervousness, and persistent anger. Common 
physical effects were headaches, fatigue, and nausea experienced by 60% of the 
wqmen surveyed. Mazer and Percival (1989) reported that a student became 
physically ill because of the constant derogatory and condescending attitudes toward 
women from faculty. 
Rabinowitz (1990) outlined common reactions of sexual harassment victims: 
general depression, sense of powerlessness, vulnerability, loss of academic 
self-confidence, feelings of isolation from other students, fear and anxiety, irritability 
with family and friends, inability to concentrate, alcohol and drug dependency, and 
undefined dissatisfaction with college. Similarly, negative emotional responses 
including anger, frustration, and depression were reported in a Canadian study by 
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victims who had experienced unwanted sexual advances (Cammaert, 1985). The 
emotional burden sexual harassment victims feel has been recorded in personal 
accounts in the literature (Farley, 1978; Dziech & Weiner, 1990). Typical of these 
incidents are the following three student reports from Dziech and Weiner (1990): 
1) "He used to be standing right over me so I could hear his breathing, and it was so 
awful..." (p. 92). 
2) "I quit wearing skirts to that class because I was so uncomfortable around him. I 
felt like I was some kind of freak in a zoo" (p. 92). 
3) "I pretended I never heard the offer .... but I always feared that he would try to 
put me in an ultimatum/threat situation" (p. 97). 
Similarly the emotional condition worsened for nearly a third of the respondents 
who experienced sexual harassment in a study of undergraduate and graduate women 
and men (Reilly, Lott, & Gallogly, 1986). 
MacKinnon (1979) reported women's responses to sexual harassment were similar 
to rape: embarrassment, shame, humiliation, degradation, and anger. Truax (1989), 
and Dziech and Weiner (1990), also likened victims of sexual harassment to those of 
sexual assault. Victims often express guilt and feelings of responsibility. They 
seldom want to file formal reports and often attempt to remove themselves from the 
situation by changing majors or dropping out of school. As Brandenburg (1982) 
states "Through fear of academic reprisals (such as a lowered grade or a denied 
recommendation, appointment, or job referral), a student may be forced to give in to 
sexual demands at the cost of immobilizing anguish or to withdraw from a course, a 
major, a school, or even a career" (p. 323). Cammaert (1985) also reported that sexual 
harassment victims experienced lowered grades and changed majors or quit school. 
Direct and cumulative effects of sexual harassment on students have been 
documented by Benson and Thomson (1982). Direct costs include lower evaluations, 
withdrawal of support, and termination of employment. The less obvious effects 
happen when female students distance themselves from male professors to protect 
themselves. Because a typical response by women to harassing behaviors has been to 
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ignore or avoid the harasser, women remove themselves from potentially valuable 
learning experiences. Women thereby lessen control over their academic lives if they 
limit their access to informal professional socialization (Benson & Thomson, 1982). 
Ross and Green (1983) stated that "when sexual harassment is present, learning is 
impeded" (p. 5). Benson and Thomson (1982) found female students who had 
experienced sexual harassment to be disillusioned and cautious around male faculty. 
Hotelling (1991) noted that female victims often become distrustful of men in general, 
including professors. She stated that "effects on victims of sexual harassment are 
far-reaching and can be devastating in both the immediate situation and in the long 
run. They reduce the quality of education, diminish academic achievement, and 
ultimately may lower earning power" (p. 500). Victims often experience difficulty 
concentrating on academics and avoid seeking extra assistance from a professor. 
Reilly, Lott, and Gallogly (1986) reported that 22% of the women in their study who 
had been sexually harassed believed the quality of their academic work worsened as a 
result of the experience. 
Fear of retaliation is likely to be a concern of students even when professors do 
not make explicit threats (Sandler & Associates, 1981). Tuana (1985) addressed the 
issue of "sanction-free sexual advances" pointing out that due to the power difference 
between faculty and students few students would perceive a sexual advance as being 
free of later sanctions. Similarly Crocker (1983) argued "... can there be freely 
wanted, welcome, or appropriate leers, requests for sexual favors, kisses, or pinches, 
given a student's dependence on a professor for everything from grades to 
psychological and professional support?" (p. 702). Benson and Thomson (1982) stated 
"male teachers have the authority to evaluate the performance of female students and, 
accordingly, the opportunity to affect that performance by initiating sexual demands 
or behaviors" (p. 237). For most women it becomes clear that any verbal or physical 
advances create a high risk situation (Crocker, 1983). 
Victims of sexual harassment have been reported to experience loss of confidence 
and increased self doubt in their academic abilities (Benson & Thomson, 1982). Such 
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negative consequences of sexual harassment parallel findings by MacKinnon (1979) 
who stated "Women's confidence in their job performance is often totally shattered 
by these events" (p. 51). Dziech and Weiner (1990) suggested that women, due to 
socialization, are less confident than men at college because of the emphasis on 
intellectual aggressiveness and competition. They note that women may be more 
vulnerable to sexual harassment because they are taught to be submissive to, and 
trust, authority figures. 
When trust is betrayed by professors, as in cases of sexual harassment, there is 
often an accompanying negative effect on the victim's view of the academic 
experience (Benson & Thomson, 1982). Benson and Thomson quoted one victim 
who illustrated the magnitude of the experience "I was so disillusioned with academia 
... [the experience] lessened my confidence on whether I felt it was worth going 
through with it all" (p. 246). The disillusionment, and fear of potential sexual 
harassment, may cause female students to avoid male professors and seek female 
professors they perceive to be safer (Brandenburg, 1982). 
Even students who don't suffer directly from sexual harassment behaviors can be 
affected by the presence of sexual harassment in the university. Adams et al. (1983) 
found that 13% of the women and 3% of the men in their study avoided taking a 
class from or working with a professor because of what they knew or had heard 
about the professor regarding sexual harassment. They state "this finding indicates 
that a substantial percentage of female students...are deprived of academic 
opportunities simply because they wish to avoid situations in which they believe they 
might be subjected to sexual advances from faculty members" (p. 488). Fitzgerald, 
Shullman et al. (1988) reported similar avoidance behaviors. In their research 21% of 
graduate women and 15% of undergraduate women stated they avoided taking a class 
because of sexual harassment conditions. 
In summary, sexual harassment has direct and indirect, and immediate and long 
term consequences for victims. Sexual harassment can be a serious educational and 
career barrier for students (Benson & Thomson, 1982; Fitzgerald, Shullman et al.. 
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1988). Sizable numbers of women are indirectly affected by sexual harassment 
because it causes them to avoid professors and thus limit their educational 
opportunities (Adams et al., 1983). Crull (1982) documented negative physical and 
psychological effects suffered by sexual harassment victims including headaches, 
fatigue, and loss of motivation. MacKinnon (1979), Dziech and Weiner (1990), and 
others have compared women's responses to sexual harassment with that of rape. 
Finally, when faculty members sexually harass students they violate a trust which can 
result in disillusionment with the total educational experience (Benson & Thomson, 
1982). 
Gender Issues 
The perceptions and experiences of men and women regarding sexual harassment 
have been documented in several studies (Adams et al., 1983; Kenig & Ryan, 1986; 
Powell, 1986; Fitzgerald & Ormerod, 1991). While women have been the victims of 
sexual harassment in the majority of the studies, men have also been victims. 
Referring to sexual harassment, Sandler (1990) stated "Men and women often view it 
very differently: Men tend to underestimate its prevalence and its consequences; 
women are likely to view it as a more serious problem" (p. 5). 
Undergraduate and graduate men were included in a study of incidence and 
perception of sexual harassment by Adams et al. (1983). They reported that women 
experienced significantly more sexual harassment behaviors than men. However, of 
the men surveyed, 26.5% experienced sexist comments and 13.3% experienced undue 
attention. Virella (1989) reported comparable findings in a study which included over 
300 male respondents. When asked to define behaviors as sexual harassment, Adams 
et al. again found significant gender differences. Significantly more women than men 
defined undue attention, sexist comments, invitations, body language, and verbal 
sexual advances as forms of sexual harassment. Sizable numbers of men, between 
22% and 72% per category, still believed the preceding five behaviors constituted 
sexual harassment. There was a consensus among men and women (over 90% of 
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each) that explicit propositions, physical advances, and sexual bribery were all forms 
of sexual harassment. Virella (1989) reported nearly identical results in her study of 
male and female perceptions of sexual harassment. 
Similarly, Rossi and Weber-Burdin (1983) reported that men and women agreed 
that more severe behaviors such as physical acts and threats were definitions of sexual 
harassment. However, when definitions of less severe forms of sexual harassment 
were presented to survey participants greater gender differences existed. Differences 
were noted when minor sexual advances, such as verbal expression of sexual interest, 
were involved. Women, slightly more than men, would excuse minor sexual 
advances if a prior relationship existed between two people. Men were more likely 
than women to excuse sexual advances when a female showed sexual interest in the 
other person involved. 
Powell (1986) surveyed undergraduate students and Masters of Business 
Administration students categorized by age, education, work experience and gender to 
determine if differences existed in how they defined sexual harassment. Gender was 
the only factor that was significant. Women more than men defined sexual remarks, 
looks, and gestures meant to be complimentary, nonsexual touching/grabbing/ 
brushing, sexual propositions, and sexual activity as a requirement of the job, as 
sexual harassment. Powell speculated that because women more than men are 
subjected to sexual attention they may be more inclined to view sexual attention as 
harassment. 
Male and female faculty, staff, and students were studied by Kenig and Ryan 
(1986) to determine if men and women considered different forms of behaviors to be 
sexual harassment. They defined sexual harassment using eight categories of 
behaviors: sex-stereotyped jokes or depictions; teasing remarks of a sexual nature; 
unwanted suggestive looks or gestures; unwanted letters or telephone calls; unwanted 
leaning or cornering; unwanted pressure for dates; unwanted touching; and unwanted 
pressure for sexual activity. Kenig and Ryan noted four issues where gender 
differences were revealed; 1) definitions, 2) attitudes toward romantic relationships, 
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3) causation, and 4) attitudes regarding the role of institutional policy. Women more 
than men defined all but the most severe type (unwanted pressure for sexual activity) 
as sexual harassment. Similarly, women more than men believed romantic 
relationships between students and teachers with direct authority over them to be 
inappropriate. When asked for causes of sexual harassment, men more than women 
believed that victims either provoked it or should learn that sexual advances are 
natural. Similarly, men more than women believed sexual harassment was a personal 
rather than an institutional issue. Women were significantly more likely than men to 
believe that even the mildest verbal forms of sexual harassment should be of concern 
to the institution. 
Kenig and Ryan (1986) speculated that self-interest may have been a factor when 
women defined lesser forms of behavior as sexual harassment. They noted that 
women may maximize the range of behaviors defined as sexual harassment because as 
frequent victims they are more sensitive to, and threatened by, the issue. Conversely, 
men who are most often accused of sexual harassment may desire to minimize a 
definition, and thereby minimize the threat. A minimization of the definition of 
sexual harassment by women is consistent with the earlier suggestion that victims feel 
they share responsibility for harassment. 
Faculty and graduate students were surveyed by Fitzgerald and Ormerod (1991) 
using a five category continuum definition of sexual harassment. Ranging from least 
to most severe they were: gender harassment, seductive behavior, sexual bribery, 
sexual coercion, and sexual imposition or assault. Similar to findings by Adams et al. 
(1983) and Kenig and Ryan (1986), gender differences were reported for some, but not 
all, forms of sexual harassment. Men and women both agreed that more severe quid 
pro quo behaviors of sexual bribery and coercion constituted sexual harassment. The 
"less severe" gender harassment including sexist comments and jokes were more often 
defined as sexual harassment by women than men. 
Sexist remarks may be considered by men to be acceptable forms of sexual 
approach or humorous male traditions, while women often feel harassed by such 
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behaviors (Fitzgerald & Ormerod, 1991). The perceptual differences may increase the 
likelihood of less severe behaviors being involved in sexual harassment problems. 
Fitzgerald and Ormerod summarized gender differences about the nature and 
definition of sexual harassment: "...although some degree of consensus appears to be 
emerging concerning the nature of sexual harassment in academia... the more 
widespread sexist, inappropriate, and subtly offensive situations that are more broadly 
encountered by women students continue to remain the subject of much 
disagreement" (p. 293). 
The perceptions of men and women, feminists and sex-role traditionalists, and 
faculty and students regarding sexual harassment were researched by McCormick, 
Adams-Bohley, Peterson, and Gaeddert (1989). Their research was conducted at a 
small public college unlike previous studies which were done at large, primarily 
research institutions (i.e., Benson & Thomson, 1982; Adams et al., 1983; Maihoff & 
Forrest, 1983; Metha & Nigg, 1983). A nine category behavior scale ranging from 
sexist comments to expecting sexual relations was used. Results indicated that women 
were more likely than men (18.5% and 7.6% respectively) to have experienced one or 
more of the sexual harassment behaviors. Women were also more likely than men to 
define the following behaviors as sexual harassment: negative sexual comments, 
sexual touching, expected socializing, and sexual jokes. Feminist respondents had a 
broader definition (it included positive looks and expected socializing) of sexual 
harassment than traditionalists. Although the incidence levels reported were lower 
than the average of 20-30% reported by Dziech and Weiner (1990), women were 
victims significantly more frequently than men. 
When graduate and undergraduate women and undergraduate men were studied at 
two universities (Fitzgerald, Shullman, et al., 1988) the form of sexual harassment 
experienced most frequently by men was sexually suggestive looks (7.7% of the male 
sample). More severe forms of sexual harassment were reported by less than 2% of 
the men. The type of sexual harassment most frequently experienced by women (an 
average of 31% of the female sample) was gender harassment in the form of sexist 
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comments. Fitzgerald et al. suggested that behaviors experienced by men which 
could have been forms of sexual harassment may have been unpleasant for men, but 
not harassing. 
In contrast to the gender differences reported in the majority of studies Mazer 
and Percival (1989) reported that 89% of the women and 85.1% of men in their study 
experienced sexual harassment. One reason the incidence rate was so high was 
because sexual harassment behaviors from students and staff were included, in 
addition to faculty. When only sexual harassment experiences from faculty were 
analyzed the incidence rate was 20.3% of the men and 28.4% of the women. 
However the combined rates of sexual harassment experienced by men from peers, 
faculty, and staff were higher than previous studies. Mazer and Percival speculated 
that sexual harassment from peers may be the result of women behaving in a more 
sexually direct, and potentially objectionable, way with men. 
To determine if gender differences were decreasing between men and women as 
suggested by the findings of Mazer and Percival (1989), Dietz-Uhler and Murrell 
(1992) surveyed 150 undergraduate men and women. The results indicated that men 
tended to be more tolerant of sexual harassment than women. Also important in 
attitude toward sexual harassment was the extent to which participants accepted 
stereotypical roles of men and women. Both men and women who endorsed 
traditional male and female roles were less likely to take the issue of sexual 
harassment seriously. Dietz-Uhler and Murrell concluded that men and women 
differed in their attitude about sexual harassment but not in regard to what 
constituted sexual harassment. 
To summarize, studies have revealed differences in how men and women defined 
and experienced sexual harassment. A consistent finding was that men and women 
agreed physical behaviors (quid pro quo sexual harassment) constituted the most 
severe forms of sexual harassment (Adams et al., 1983; Rossi & Weber-Burdin, 1983; 
Fitzgerald & Ormerod, 1991). Less agreement existed by gender on "less severe" 
forms of sexual harassment ("condition of work" sexual harassment) which includes 
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verbal comments. Researchers speculate that self interest (Kenig & Ryan, 1986), 
degree of exposure to behaviors (Powell, 1986), and prior relationship (Rossi & 
Weber-Burdin, 1983) may be factors which influence how men and women define and 
perceive sexual harassment. A contrast to the majority of the findings was a recent 
study at a small university which revealed high incidence levels of sexual harassment 
experienced by men when staff and peers were included in the study sample (Mazer 
and Percival, 1989). No other studies in the literature were located which revealed 
similar findings of male victims. 
Ethnicity Issues 
Sexual harassment studies have examined gender differences (Powell, 1986; Kenig 
& Ryan,1986; Fitzgerald & Ormerod, 1991), graduate and undergraduate students 
(Popovich et al., 1986; Glaser & Thorpe; Schneider, 1987), and even faculty attitudes 
(Fitzgerald, Weitzman, Gold, & Ormerod, 1988). However there has been very little 
.written about ethnic differences and sexual harassment. Fitzgerald, Shullman et al. 
(1988) noted that identifying ethnic group differences in perceptions of sexual 
harassment was important when attempting to construct sexual harassment theory. 
Dziech and Weiner (1990) identified two groups of vulnerable women: those in 
traditionally male fields and women of color. They speculated that women of color 
may be more vulnerable to sexual harassment because they are entering the higher 
education domain that is not only traditionally male, but also primarily white. 
To examine research information which was inclusive of persons of color required 
reviewing studies of sexual harassment in the workplace. Gutek (1985) attempted to 
identify demographic factors common to female and male victims of sexual 
harassment by studying a random sample of 1200 workers in Los Angeles County. 
Her sample included minority as well as white women. Results indicated that sexual 
harassment was likely to happen to almost any female worker regardless of education 
level, age, occupation, family income, and presence or absence of children. While 
married or widowed women were somewhat less likely to be sexually harassed than 
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single women, minority women were not found to be more vulnerable than white 
women. The results revealed that "Caucasian women report somewhat higher rates of 
sexual harassment and are more likely to quit a job because of sexual harassment. A 
variety of factors may contribute to these findings; minority women may report 
fewer of their experiences and Caucasian women may represent the cultural standard 
of attractiveness" (p. 56). 
The 1980 U.S. Merit Systems Protection Board survey of 20,000 Federal 
Government employees revealed no differences in incidence rates of sexual 
harassment for white and non-white women. However the incidence rates for men 
were higher among persons of color than whites (U.S. Merit Systems Protection 
Board, 1981). Thirteen percent of the white males, compared to 21% of African 
American males and 19% of Hispanic males, reported experiencing at least one 
incident of unwanted sexual attention. The authors of the report did not speculate as 
to why men of color may have encountered more sexual harassment than white men 
who are employed by the Federal Government. A 1987 replication of the Federal 
Government sexual harassment survey did not report incidence levels by ethnicity of 
respondents (U.S. Merit Systems Protection Board, 1988). 
The only other study to specifically address the issue of ethnicity and men in the 
review of literature was Gutek (1985) who stated that "Ethnicity is not significantly 
related to sexual harassment among men. Although the sample sizes are too small to 
produce reliable findings, the results suggest that minority men have a slightly higher 
probability of being harassed than white men" (p. 58). The limited sample sizes and 
different research methodologies between the Federal Government and Gutek studies 
do not allow for any meaningful comparisons regarding ethnicity and men. 
The lack of investigation about persons of color in higher education research on 
sexual harassment was best summarized by DeFour (1990) who stated that "in the 
majority of the studies the researchers have failed to look at the impact of sexual 
harassment on women of color. In most of the studies the researchers have not asked 
the respondents to indicate their race or ethnicity....As a result of this omission, we 
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do not have a knowledge of the level of victimization of women of color in the 
academy. Thus, not only have there been androcentric and Eurocentric biases in the 
academy, there has also been a Eurocentric bias in the sexual harassment literature in 
regard to women of color" (p.45), 
DeFour (1990) suggests that women of color may be more vulnerable to sexual 
harassment because of issues of economics and stereotype images. She notes the 
financial vulnerability of women of color in the U.S. who earn only 51% of the 
average white male salary. DeFour added that stereotyped images portraying women 
of color as either weak or very sexual may make them more likely targets for sexual 
harassers. 
Similarly, MacKinnon (1979) stated in reference to black women: "Of all women, 
they are most vulnerable to sexual harassment, both because of the image of black 
women as the most sexually accessible and because they are the most economically at 
risk" (p. 53). She further noted: "Race is an important variable in sexual harassment 
in several different senses. Black women's reports of sexual harassment by white 
male superiors reflect a sense of impunity that resounds of slavery and 
colonization....sexual harassment can be both a sexist way to express racism and a 
racist way to express sexism" (p. 30). Dziech and Weiner (1990) speculated that racist 
stereotypes, which imply that women of color are more accommodating to sexual 
demands, may make them more vulnerable targets to harassers. However Tong (1984) 
noted a paradox about the potential vulnerability of African American women. She 
suggested that although disadvantaged African American women in the workplace 
may have much to lose in protesting sexual harassment they may believe their only 
options are to confront or tolerate the harassing behavior. In addition to these 
options, white women may have more flexibility to consider resigning or changing 
jobs. 
Most women in previous studies (known, or assumed to be white) were extremely 
reluctant to report incidents of sexual harassment. Tong (1984) speculated that if a 
woman of color is sexually harassed by a white male "... the black woman may 
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nevertheless feel obligated to her white harasser to demonstrate that no woman, 
especially no black woman, is his for the taking" (p. 166). Tong (1984) believed that 
women of color are subjected to racist stereotypes which imply they are sexually 
promiscuous and thus "properly angered by such unfair treatment, black women tend 
to confront their sexual harassers whenever it is reasonable for them to do so" (p. 
164). In contrast, the Hunter College Women's Career Development Research 
Collective, (cited in DeFour, 1990), suggested that given past experiences with systems 
of justice in this country, women of color may be more interested in obtaining social 
support for their psychological pain than in pursuing legal remedies. Fundamental 
differences may exist between how women of color and white women experience 
sexual harassment because of the combination of racism and sexism (Tong, 1984). 
In summary, limited information is available about various ethnic group 
members' perceptions and experiences of sexual harassment. Dziech and Weiner 
(1990) and MacKinnon (1979) suggested that women of color may be more vulnerable 
to sexual harassment than other women. The authors' assessments are based 
primarily on individual accounts and speculation, rather than empirical evidence. 
Tong (1984) suggested that despite the potential vulnerability of disadvantaged 
African American women they may not tolerate sexual harassment from white males. 
Gutek (1985) did not find women of color to be more vulnerable to sexual 
harassment than white women however her study was limited to working women in 
the Los Angeles area. DeFour (1990) emphasized that a void exists of information 
about women of color and sexual harassment in higher education. 
Academic Classification Issues 
A comparison of undergraduate and graduate students experiences with sexual 
harassment is complicated by several factors. Some research has sampled 
undergraduates and graduates together (Adams et al., 1983) but has not reported all 
results independent of classification. Only limited research has been done which 
specifically targeted graduate students (Schneider, 1988; McKinney, Olson, & 
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Satterfield, 1988; Glaser & Thorpe, 1986). Finally, because research studies have used 
different definitions of sexual harassment and different research methodologies, 
comparisons across studies must be done with caution. 
Graduate students more than undergraduates may be particularly vulnerable to 
sexual harassment (Truax, 1989). Benson and Thomson (1982) compared the power a 
professor may have over a student's career prospects as similar to the power 
employers have over employees. Similarly, Rabinowitz (1990) noted that graduate 
students' future careers can be dependent upon contact with certain faculty members. 
Sandler and Associates (1981) reinforced the idea that professors can have long term 
effects on graduate students' career development. They cited the following issues: 
professors provide recommendations for grants and fellowships, job referrals, 
research-related opportunities, opportunities to attend seminars and conferences, 
coauthorship of research papers, introduction to colleagues, and recommendation to 
faculty appointments. They go on to state that as job markets tighten the perceived 
influence of faculty members increases. 
Schneider (1987) reported that often male professors and graduate committee 
members find it difficult to relate to graduate women students and fear complications 
of a sexual relationship. In addition, male professors often think male students have 
higher career goals and will bring them more prestige. These factors make it difficult 
for some female graduate students to develop valuable mentor relationships which can 
further limit academic and career opportunities. Interestingly, McKinney, Olson, and 
Satterfield (1988) reported that graduate students were least often sexually harassed by 
their major professor. McKinney et al. speculated that there may exist.."a high level 
of trust and/ or friendship in many student-major adviser relationships that 
supersedes the power differential when it comes to sexual harassment" (p. 323). They 
go on to suggest that programs which promote collégial relationships between 
students and faculty have the potential to inhibit sexual harassment. The 
vulnerability of female graduate students may be comparable to that of women in the 
workplace according to Schneider (1987). Many female graduate students may have 
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few options available for leaving a difficult situation of sexual harassment. They 
make lifestyle and financial changes, experience increased feelings of isolation and 
stress, and may not be able to drop courses or change graduate committee members 
without serious problems. Once they are in the middle of a graduate program many 
females tolerate sexual harassment because, as postulated by Schneider (1987), leaving 
the situation is "bureaucratically, academically, and economically problematic" (p. 49). 
To gather data to be used for formulation of a sexual harassment policy at a large 
public university Schneider (1987) surveyed 350 graduate women representing a wide 
range of departments, ages, and length of time in an academic program. Respondents 
were provided a definition of sexual harassment which included jokes, comments, 
staring, physical contact, passes, sexual remarks, or explicit sexual propositions. 
Overall, 60% of the respondents had experienced at least one incident of what was 
labeled "everyday harassment." "Everyday harassment" included sexist jokes in the 
classroom, remarks which "put down" women, and sexual comments. Consistent 
with other research, verbal comments were experienced more frequently than 
physical actions. A total of nine percent of the graduate women in the study 
reported pressure to date or have sex with a faculty member. 
Pressure to date and to have sexual relations with faculty members was the focus 
of a study by Glaser and Thorpe (1986) who surveyed 464 female members of APA 
Division 12. The researchers sought to ascertain the level of sexual contact between 
graduate students and psychology educators during degree training programs. 
Overall, 17% of the respondents indicated they had intimate sexual contact with one 
or more educators while they were graduate students. Slightly more than half of the 
respondents felt at least an element of coercion in the relationship. Sexual advances, 
although not leading to actual sexual contact, were reported by 31% of the 
respondents. Nearly half of the respondents who declined the sexual advances of the 
educators felt punitive action resulted, including lower grades, sarcasm, and 
withdrawal of support. 
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A survey of 281 male and female graduate students at a large public university 
was conducted by McKinney, Olson, and Satterfield (1988) to assess the incidence and 
responses to sexual harassment. Overall, 35% of the women and 9% of the men 
reported they had been sexually harassed. The most frequent forms of sexual 
harassment experienced were sexist comments (29%) and undue attention (15%). 
Verbal and physical advances, explicit sexual propositions, and sexual bribery were 
experienced by 2%-6% of the respondents. Women experienced all forms of sexual 
harassment significantly more than men with the exception of explicit sexual 
propositions, which had extremely low frequencies for men and women. The 
findings were consistent with other studies which researched undergraduate students 
(Adams et al, 1983; Benson & Thomson, 1982). 
The reputation of a faculty member for sexual harassment has caused graduate 
students to alter their academic plans (McKinney et al., 1988). Respondents reported 
avoiding taking a class (35%), avoiding having the person on their committee (41%), 
avoiding working on research with the faculty member (41%), and encouraging peers 
to avoid contact with the faculty member (51%). Similar avoidance behavior was 
documented by Schneider (1987) who reported that 15% of the graduate women 
surveyed had avoided a professor because of sexual harassment. Additionally, 
McKinney et al. (1987) revealed that approximately 30% of the students who had felt 
sexually harassed took the following direct actions: obtained a different major 
professor (9%), temporarily dropped out of the program (3%), changed major (6%), 
and changed committee (3%). All of the actions taken by students had the potential 
for a negative effect on their academic experience and career goals. 
Despite potential negative consequences, Schneider (1987) reported that 86% of 
female graduate students who experienced sexual advances from faculty members, 
refused the sexual overtures. The refusal came even though 34% of the faculty 
members involved were chairmen of the victim's examination committee. The 
victims expressed feelings of embarrassment, physical fear, and fear of jeopardizing 
their academic future. Half the women avoided further contact with the professor 
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and 20% switched classes, jobs, or advisors. The most common strategy for dealing 
with the sexual advances, used by 57% of the victims, was to treat the incident as a 
joke. Only 10% of the victims filed formal complaints reflecting a fear of retaliation 
and lack of trust that the institution would take appropriate action. 
The complex variety of feelings which can be experienced by sexual harassment 
victims, including fear, embarrassment, and betrayal of trust were described by one 
victim Schneider (1987) quoted: "I think when I came to graduate school I was 
incredibly naive. I wish I had reported the very first incident. I was afraid to. He 
was my instructor, for the toughest course in the program, he might have denied it 
or said he was only kidding. I was afraid of embarrassing myself by having it get 
around. I was afraid of being involved in a scandal the first thing in graduate school. 
I didn't know anyone here and did not know who to even report it to. I had no 
friends here...I feel my innocence, trust, and loneliness were taken advantage 
of....Another reason I did not take action: I tend to be afraid of conflict and 
nonassertive; I don't really like this, but it's how I was brought up" (p. 58). 
Schneider (1987) cautioned that the lack of formal complaints at an institution was 
not necessarily indicative of a lack of problems. 
In a Canadian study, Cammaert (1985) compared the sexual harassment 
experiences of undergraduates and graduate students. Overall 30% of the 
undergraduates and 23% of the graduate students experienced sexually inappropriate 
behavior from faculty or peers. When only the sexual harassment from faculty 
members was analyzed, it revealed that the undergraduates experienced 20% from 
faculty and the graduates experienced 43% from faculty. The author speculated that 
more graduate students than undergraduate students may have experienced sexual 
behavior from faculty because they have increased contact in smaller classes and more 
personal supervision opportunities. Cammaert further speculated that graduate 
students may be perceived by faculty as "fair game" because they are older than the 
undergraduate students. 
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In summary, the results in three areas of research of graduate students are similar 
to undergraduate students. One, more female graduate students experience sexual 
harassment than male graduate students. Two, the most severe forms of sexual 
harassment are experienced the least. Three, the overall incidence levels of sexual 
harassment were similar for undergraduates and graduates. Fitzgerald, Shullman et al. 
(1988) reported that graduate students and undergraduates did not differ in the 
amount of sexual harassment they experienced, but they did differ in how they 
labeled the experience. The exception to this was the finding of Glaser and Thorpe 
(1986) who reported incidence of intimate sexual contact between graduate students 
and faculty to be higher than reported in most studies of undergraduate students 
(Adams et al., 1983; Benson & Thomson, 1982; Maihoff & Forrest, 1983). Graduate 
students were much more likely than undergraduates to label an experience as sexual 
harassment. While many graduate students may believe they have few options 
available to them when dealing with sexual harassment, McKinney et al. (1988) 
documented that avoidance of a professor because of sexual harassment is a common 
occurrence. Schneider (1987) reported similar results and noted that the majority of 
graduate students refused to submit to sexual advances. 
Reporting Sexual Harassment 
In recent years laws have been implemented, and universities have adopted 
policies, prohibiting sexual harassment. Despite these actions, research suggests that 
sexual harassment continues to exist at significant levels in higher education and 
formal reporting of incidents remains very low (Adams et al., 1983; Cammaert, 1985; 
Dziech & Weiner, 1990; Olson & McKinney, 1989). The most common form of 
coping with sexual harassment for many graduate and undergraduate students has 
been to ignore the sexual harassment behavior (Cammaert, 1985). 
Several researchers have cited the reluctance of students to report incidents of 
sexual harassment (Adams et al., 1983; McKinney et al., 1988; Dziech & Weiner, 
1990). Studies which have documented actual victim reports suggest that from zero 
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to 20% of victims formally report cases of sexual harassment (Adams et al, 1983; 
Cammaert, 1985; Metha & Nigg, 1983). Meek and Lynch (1983) reported that 70% 
of respondents did not feel free to report sexual harassment. Markunas and 
Joyce-Brady (1987) noted that most victims discuss sexual harassment incidents 
informally with peers, but only 10% file formal complaints. Truax (1989), reporting 
from individual contacts with sexual harassment victims, estimated that no more than 
10% file formal complaints. According to Schneider (1987), in a study of 350 students 
at a large public university only 10% of female graduate students who experienced the 
most serious forms of sexual harassment filed a formal complaint. 
Truax (1989) and Sandler (1990) cite fear of retaliation and a belief that nothing 
will be done about the complaint as common reasons for failure to formally report 
sexual harassment. Olson and McKinney (1989) suggest that a high level of cynicism 
exists towards the reporting of sexual harassment. In their follow-up study at the 
University of Oklahoma, when asked what they perceived would happen if they 
reported a case of sexual harassment, most respondents feared retaliation or felt they 
wouldn't really be believed. Fear of reprisal may be a valid concern for victims of 
sexual harassment. Schneider (1987) noted that 28% of female graduate students who 
had sexual experiences with male faculty members felt they had lost out on some 
academic or professional opportunity such as a positive recommendation or contact 
and 14% felt they received a lower grade or lost financial assistance. At Iowa State 
University 41% of the women and 19% of the men thought they would be treated as 
if they did something to cause the harassment. Further, 34% of undergraduate women 
and 19% of graduate men believed nothing would happen to a faculty member if a 
sexual harassment incident was reported (Adams et al., 1983). 
Research indicates that a discrepancy exists between the formal reporting of sexual 
harassment and the intended reporting by potential victims. When students (who had 
not necessarily been sexually harassed) were asked what they would do if they 
encountered a situation of sexual harassment, a large number indicated they would 
report it (McKinney et al., 1988; Adams et al., 1983). However that was in conflict 
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with the small number of actual reports. Similarly, Adams et al. (1983) noted that 
only 8% of the women and 23% of the men stated they would not report a serious 
case of sexual harassment. Contrary to that projection, none of the students who had 
experienced physical advances, explicit sexual propositions, or sexual bribery reported 
it to a university official. 
In a study of male and female graduate students, McKinney et al. (1988) asked to 
whom students would report sexual harassment. Given an opportunity to select 
multiple responses the following was indicated: 9% would not report it to anyone, 
10% to the graduate studies coordinator, 10% to the affirmative action officer, 15% to 
another faculty member, 42% to their major adviser, 44% to their department chair, 
and 58% to a friend. Adams et al. (1983) also reported that students would be most 
likely to report sexual harassment to department chairpersons and advisors. 
Given the negative effects of sexual harassment on students and the institutional 
liability involved, several researchers (Meek & Lynch, 1983; Brandenburg, 1982; ) 
have argued for the development of reporting procedures which would be utilized by 
students. Meek and Lynch (1983) recommended an informal grievance procedure 
which addressed student concerns about fear of retaliation. They noted that many 
student victims simply sought to stop the unwelcome behavior. In a survey of sexual 
harassment policies and procedures at colleges and universities, Robertson, Dyer, and 
Campbell (1988) reported that 96% of the 234 administrators surveyed indicated that 
victims "are most likely to want a simple end to the offensive behavior" (p. 800). In 
addition to ending the unwanted behavior nearly half of the administrators reported 
that victims wanted protection from an offender. 
Protection from retaliation and fear of being blamed for an incident are real 
concerns for sexual harassment victims. An administrator who worked with 
grievance procedures (Robertson et al., 1988) underscored the reluctance of victims to 
come forward with a complaint: "By blowing the whistle, the graduate student risks 
grave damage to her career. How can the institution guarantee to protect her against 
retaliation, often subtle but deadly?" (p. 800). 
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A lack of understanding about the existence of grievance procedures has also been 
cited as a reason for low rates of reporting sexual harassment. Olson and McKinney 
(1989) noted that although one half of the respondents in their study were aware of a 
sexual harassment policy on their campus only one third of them knew how to file a 
grievance. Sullivan and Bybee (1987) stated that several conditions were needed for a 
grievance procedure to work. First, a woman should head the grievance procedure. 
Second, students should be assured of confidentiality and anonymity. Finally, there 
should be publicity which demonstrates that reporting leads to administrative action 
which stops sexual harassment. Roberston et al. (1988) reported that a majority of 
administrators surveyed (66.3%) believed grievance procedures reduced the incidence 
of sexual harassment on their campuses. However, a majority of the same 
administrators did not believe that adoption of a sexual harassment policy or 
grievance procedure had increased the number of complaints they received. 
To assess the relationship between development of a grievance procedure and 
reduction in incidence of sexual harassment, Williams, Lam, and Shively (1992) 
reviewed survey data collected at the University of Massachusetts at Amherst. 
Although unable to control for all possible confounding factors, the results suggested 
that implementation of a grievance procedure contributed to a reduction in the 
overall amount of sexual harassment experienced by students. The authors speculated 
that implantation of the policy may have focused attention and helped educate faculty 
who were not intentionally involved in sexual harassment behaviors. Further they 
speculated that a sexual harassment policy and grievance procedure may have served 
to deter inappropriate behavior from faculty. Williams et al. also noted that the new 
policies were accompanied by intensive educational efforts to inform the university 
community. 
In contrast to the findings of Williams et al. (1992), Riger (1991) cautioned that 
sexual harassment grievance procedures are not sufficient for eliminating sexual 
harassment. Riger noted that grievance procedures are often problematic for the 
victims and sanctions are too mild for offenders. Robertson (1988) also questioned 
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the effectiveness of grievance procedures and stated "...harassers have little to fear 
from present sexual harassment grievance procedures, which often lack definitive 
means of discouraging harassing behaviors or redressing student complaints" (p. 801). 
Riger (1991) warned that the existence of sexual harassment policies and lack of 
formal complaints may give an illusion that sexual harassment is no longer a 
problem. She argued that only an organizational culture which promotes gender 
equity can prevent sexual harassment. 
In summary, the formal reporting of sexual harassment is a rare occurrence on 
most campuses. Survey data reveal that sexual harassment is a more pervasive 
problem than formal reporting statistics indicates. Students frequently state that fear 
of retaliation and a belief that nothing will be done with a report of sexual 
harassment are reasons for not filing formal complaints (Olson & McKinney, 1989; 
Adams et al., 1983). Peers, advisors, and department chairpersons are the people with 
whom victims are most likely to discuss sexual harassment. The implementation of a 
grievance procedure is considered by some to reduce the incidence of sexual 
harassment (Williams et al., 1992). However Robertson (1988) and Riger (1991) 
noted that grievance procedures had limited effectiveness in preventing sexual 
harassment. Sullivan and Bybee (1987) suggested that grievance procedures would 
only be effective if institutions could demonstrate publicly to students that reports of 
sexual harassment would lead to administrative action. 
Summary 
The review of literature indicates that sexual harassment continues to exist on 
college and university campuses. Despite a lack of consensus regarding definitions 
and research methodologies, studies consistently report incidence levels of 20-30% of 
the student population (Dziech & Weiner, 1990). The broader the definition of sexual 
harassment the higher the frequency of incidence reported. The most serious quid 
pro quo sexual harassment behaviors, such as sexual bribery, appear to be a rare 
occurrence on campus. Verbal comments such as stereotypical jokes, sexual 
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innuendo, and sexist comments, which can contribute to a hostile environment are 
the most frequently reported types of sexual harassment. 
A lack of formal reports is clearly not an accurate indication of the amount of 
sexual harassment on a campus. Students express a fear of retaliation and doubt that a 
report of sexual harassment would be believed. Rather than reporting incidents, 
victims are more likely to share concerns with peers or keep experiences of sexual 
harassment to themselves. Studies suggest that no more than 20%, and often less than 
5%, of victims file formal complaints. 
Most studies have focused on differences between men and women. Women 
experience more forms of sexual harassment than do men. In addition, women more 
than men label more types of behaviors as sexual harassment. Women are also more 
likely than men to avoid a professor who has a reputation for sexual harassment. By 
doing so, women may be limiting their educational opportunities and long term 
career goals. 
Graduate students more than undergraduates often believe their educational and 
career opportunities can be limited by sexual harassment from faculty members. 
Graduate students appear to be more dependent upon faculty members for 
assistantships, research projects, recommendations for work and educational 
experiences, and introduction to colleagues. Because many graduate students have 
made financial and lifestyle changes to attend school, they may believe that altering 
their plans in the middle of a graduate program is not possible (Schneider, 19.87). 
However despite the feelings of vulnerability Schneider reported that most female 
graduate students resisted sexual advances they experienced from faculty members. 
Although studies suggest that graduates and undergraduates experience similar 
incidence rates of sexual harassment, graduate students appear to be more likely to 
label an experience as sexual harassment. 
There is an absence of research regarding ethnic group members and sexual 
harassment. MacKinnon (1979) and Dziech and Weiner (1990) suggested that African 
American women may be more vulnerable to sexual harassment than white women. 
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However studies by Gutek (1985) and the Federal Government (U.S. Merit Systems 
Protection Board, 1981) did not find significant differences between incidence levels 
of persons of color and whites. Most sexual harassment research has been done at 
large public institutions surveying white females. DeFour (1990) noted that 
frequently surveys did not attempt to identify the ethnicity of participants. A need 
exists to examine the sexual harassment, experiences of women of color in higher 
education. 
Studies have documented that sexual harassment has had a negative impact on 
women, more so than men. Women have taken actions which potentially limit 
academic and career opportunities, and have suffered physically and psychologically 
from sexual harassment. Common complaints include feelings of anger, frustration, 
loss of self esteem, and inability to concentrate. MacKinnon (1979), Dziech and 
Weiner (1990), and Truax (1989) suggested that sexual harassment and rape victims 
share common feelings of humiliation, shame, and degradation. 
Finally, the courts have ruled that sexual harassment is illegal and have held 
educational institutions accountable for the treatment of students by faculty members. 
Sexual harassment is a form of sex discrimination which can have a negative impact 
on the learning environment. In addition, sexual harassment can directly and 
indirectly limit the educational and career opportunities of its victims. 
The literature indicated areas in which men and women had different experiences 
with and perceptions of sexual harassment. Differences, although to a lesser extent, 
also existed when academic classification of respondents was considered. The absence 
of studies which involved various ethnic groups revealed a need to expand the base of 
research information. Specific university populations which may need to be targeted 
for special support or educational information must be identified. Because the 
literature indicated that most sexual harassment experiences will not be documented 
by formal complaints from victims, survey data is crucial to ascertain the extent and 
dynamics of the problem. To prevent or reduce sexual harassment, a university 
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community must have an accurate assessment of the extent of the problem and 
perceptions of the victims. 
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CHAPTER III: METHODOLOGY 
The purposes of the study were to assess student perceptions and experiences of 
sexual harassment by faculty members at Iowa State University. Additionally the 
study sought to determine if perceptual and experiential differences existed which 
were independent of gender (men and women), ethnicity (African Americans and 
whites), and academic classification (graduate students and undergraduates) of 
respondents. This chapter describes the subjects, procedures, survey instrument, 
return rate, characteristics of the sample, and date analysis used. 
Specifically, the purposes of the study were to investigate: 
a) the current incidence of sexual harassment behaviors experienced by students; 
b) types of behaviors which students consider to be sexual harassment; 
c) barriers to reporting sexual harassment; 
d) the extent to which students avoid taking courses because of the sexual 
harassment reputation of faculty members; and 
e) the impact of the Clarence Thomas hearing on the likelihood of students to 
report sexual harassment in the future. 
Subjects 
The population used in this study were Iowa State University students. The 
sample included undergraduates and graduate students, men and women, and whites 
and African Americans. A disproportionately stratified random sample was drawn 
from the white population. In order to insure a reasonable sample size of male and 
female graduate students, and female undergraduate students, a deliberate over 
selection of those student strata were made. Similarly, in order to have a reasonable 
sample size of African American students it was decided to survey the total stratum 
of 671 students. 
The white student sample included 375 undergraduate women, 225 undergraduate 
men, 225 graduate women, and 175 graduate men for a total of 600 white women and 
400 white men. The African American student sample included 241 undergraduate 
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women, 320 undergraduate men, 68 graduate women, and 42 graduate men for a total 
of 309 African American women and 362 African American men. 
The overall sample categorized by gender, ethnicity and classification included: 
909 women and 762 men; 1000 whites and 671 African Americans; and 510 graduates 
and 1161 undergraduates. Of the 1671 names generated by the Registrar's Office 
intended to be mailed a survey instrument 62 had incomplete addresses which 
prevented mailing. The total number of surveys mailed to subjects was 1609. 
The names and addresses of the white students were randomly generated from the 
Iowa State University Registrar's Office based on all white American students 
enrolled at the university for Fall Semester, 1992. The names and addresses of the 
African American students were also generated from the Registrar's Office. All 
students who were identified on official records by the Registrar's Office classification 
of "Black, non-Hispanic" were selected. 
Procedures 
The Human Subjects Committee reviewed the proposed research, the survey 
instrument, the cover letter, and granted approval of the research instrument and 
procedures on October 1, 1992 (see Appendix A for a copy of the approval form). 
Concern was expressed by committee members and by the original author of the 
1981 survey (Adams) that a sexual harassment survey mailed to students by two male 
researchers might make some individuals hesitant to respond. In an attempt to 
respond to this concern Dr. Mary Beth Snyder, Dean of Students, who is considered 
to be an upper level administrator, was asked to co-sign the cover letter. Her 
signature on the cover letter also indicated institutional support for the study. 
The survey instrument (Appendix B) and a cover letter (Appendix C) briefly 
explaining the research were mailed to subjects on October 19, 1992. Subjects were 
asked to respond to the survey by October 27, 1992. On October 15, 1992 Dr. 
George Jackson, the Assistant Vice President for Student Affairs/Director of 
Minority Student Affairs mailed a letter (Appendix D) to all African American 
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students encouraging them to participate in the survey they were about to receive. 
The letter of support from the Director of Minority Student Affairs was used to 
demonstrate institutional support for the study and to help obtain a high return rate, 
particularly from the African American students surveyed. 
The survey instrument did not include any identifiers so that participants were 
guaranteed anonymity due to the sensitive nature of the study. Because there was no 
way to identify those subjects who did not immediately return the survey instrument 
a follow-up postcard was mailed to all subjects on October 27, 1992 (Appendix E). 
The postcard thanked those who had returned a survey instrument and encouraged 
the others to return the survey instrument by November 4, 1992. It also stated that 
anyone who had lost or misplaced their survey instrument could obtain another one 
at any residence hall administrative office, the Dean of Students Office, or the Office 
of Minority Student Affairs. No student obtained an additional survey instrument 
from any of those offices. 
Because 300 survey instruments out of 1,609 mailed had been returned by 
November 1, it was decided to send a second follow-up postcard (Appendix F) to 
encourage participation and to emphasize the need for a high return rate. The second 
follow-up postcard was mailed on November 9, 1992 (at which time 385 surveys had 
been returned) and it informed subjects that if they had misplaced the survey 
instrument they could obtain another one by phoning the researcher at home or 
office and another survey instrument would be mailed to them. Seven individuals 
phoned requesting another survey instrument and were promptly mailed one. 
Between November 9 and December 5, an additional 107 survey instruments were 
returned. 
Survey Instrument 
The survey instrument was developed in 1981 by the Iowa State University 
Committee on Women (Adams, Kottke, & Padgitt, 1983) and was selected because it 
uses a continuum to define sexual harassment. Categories of sexual harassment are 
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described along a continuum of generally less severe verbal comments to more severe 
physical acts and sexual bribery. Because one purpose of the study was to examine 
how students define and perceive sexual harassment, the use of a continuum allows 
respondents to give a broad definition and range of responses. The survey instrument 
was also selected because it was developed using generally accepted definitions of 
sexual harassment and descriptors similar to that contained in legal cases (Adams et 
al., 1983). An additional reason for selecting the survey was because the Adams et al. 
study had frequently been cited in sexual harassment literature (Virella, 1989; Dziech 
& Weiner, 1990; Hotelling, 1991; Rubin & Borgers, 1990; Fitzgerald, Shullman et al., 
1988). 
The survey instrument used in 1992 was modified in three ways from the Adams 
survey. Categories of sexual harassment behaviors (and descriptive examples) were 
changed, the wording of some of the original questions were modified, and eight 
questions were added to the 1992 version. 
First, the eight categories of behavior which may represent sexual harassment 
were changed to seven following a discussion with the author (Adams) of the 1981 
survey. Adams indicated that the 1981 survey (Appendix G) was used in a sexual 
harassment study of faculty women at Iowa State University in 1987 by Reesor. 
Reesor (1987), in consultation with Adams, re-named a few sexual harassment 
categories to add clarity to the instrument based on experience with the original 
study (Appendix H). Reesor changed the descriptive definition of the original 
category "body language" into the category "undue attention." The original category 
of "verbal sexual advances" was changed to "sexual comments" and the descriptive 
definition was modified to include "unwanted jokes, teasing or remarks that are 
sexual in nature." Reesor also added the category "sexual assault" to the 1987 survey. 
The 1992 sexual harassment categories and descriptive examples were identical to 
Reesor with the exception of the elimination of the category "sexual assault." In 
discussion with Adams and an Iowa State University Affirmative Action Officer, it 
was determined that sexual assault was generally considered a criminal offense rather 
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than a form of sexual harassment. It was determined that omission of the sexual 
assault category would not significantly affect the survey results. 
Second, the exact wording of some questions were modified slightly for purposes 
of clarity, readability, and ease of data coding and entry. Minor wording changes 
were also incorporated for purposes of accuracy such as changing the name from 
"Office of Student Life" to the current name of "Dean of Students Office" and 
changing "Hall Advisor or House Mother" to the currently accurate "Residence Hall 
Staff Member" and "Greek Housing Official." 
Third, some survey questions were added to the 1981 survey to gather 
information from respondents related to the research questions. The new questions 
were numbers 10, 11, 12, 17a, 21, 22, 24, and 27. The 1992 survey instrument 
questions were reviewed by the researcher's graduate committee members and other 
university staff members familiar with the issue of sexual harassment and survey 
development.. The survey questions were considered to have face validity for the 
purposes of the research project. A detailed explanation of the changes follow. 
Question 10 asked subjects "If you have ever felt sexually harassed at ISU, what 
did you do?" and provided eight responses choices. The original survey asked only 
subjects who had experienced the three most severe forms of sexual harassment 
(physical advances, explicit sexual propositions, or sexual bribery) to respond and 
then asked an open ended question of "what actions, if any, did you take?" Question 
10 included all seven categories of sexual harassment and didn't restrict subjects to 
report only the three most severe categories. The researcher believed any form of 
sexual harassment behavior was worthy of reporting and limiting the question to the 
most severe forms might imply that other forms were not important. 
Question 11 asked "If you have ever felt sexually harassed but did not report it, 
why not?" Ten possible answers including an open ended "other" were offered. The 
question was added to discover reasons which may inhibit victims from reporting 
sexual harassment. 
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Question 12 asked "How satisfied were you with how your report of sexual 
harassment was handled?" This question was only to be answered by people who 
reported a case of sexual harassment to a university official or office and was included 
to ascertain the satisfaction level with official responses to complaints. 
Question 17a asked "Are you aware of other students who have avoided a teacher 
or a specific class?" as a follow-up to the original question in the 1981 survey "Have 
you ever avoided taking a class from or working with an ISU faculty member 
because of what you knew or had heard about the person regarding sexual 
harassment?" The question was intended to discover student awareness of other 
people whom may have altered their academic or career plans. 
Questions 21a, b, c, d focused on the Clarence Thomas Supreme Court 
nomination hearing in which Anita Hill testified Thomas sexually harassed her. 
Subjects were asked if they were aware of it, who they believed, if it increased their 
awareness of sexual harassment, and if it had any effect on the likelihood of reporting 
an incident of sexual harassment. The questions were added to ascertain the impact 
on student behavior of a nationally publicized case of alleged sexual harassment. 
Question 22 asked "Have you ever received educational material regarding sexual 
harassment while at ISU ?" If subjects answered "yes" they were to indicate from 
which campus office or organization they received the information. The question 
was added to ascertain the degree to which students are aware of how the university 
informs them of the issue of sexual harassment. 
Question 24 asked for the subject's primary college. The original survey asked 
for the department in which the subject was enrolled. Due to the sensitive nature of 
the survey the researcher believed asking for the specific department could potentially 
inhibit some people from answering for fear of being identified. In particular, the 
small population of African American students might feel the combination of 
demographic data could lead to their identification. 
Question 27 asked subjects to identify their ethnicity. This question allowed the 
researcher to compare responses of African American and white students. Terms 
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used were from the Registrar's Office as they appear in official records. The five 
options were American Indian or Alaska Native; Black, non-Hispanic; White, 
non-Hispanic; Asian or Pacific islander; Hispanic. Because the survey was only 
intended to be sent to Black, non-Hispanic and White, non-Hispanic students the 
question also served to verify that students were accurately identifying themselves. 
All but seven individuals identified their ethnicity. 
Respondents were instructed that all questions in the survey instrument referred 
to behavior towards students by faculty while at Iowa State University. Faculty 
members were identified as department chairpersons, all ranks of professors, 
instructors, academic advisors, and teaching assistants. The survey was formatted in a 
stamped, self addressed mailer so a respondent could easily fill out the survey, tape it 
shut and place it in campus or United States mail. 
The survey was reviewed by Adams and other male and female staff members of 
the university community interested in the research topic or familiar with writing 
survey questions. It was viewed by committee members and the Dean of.Students 
who co-signed the cover letter which accompanied the survey. Permission was 
obtained from the Iowa State University Research Foundation (Appendix I) for use of 
the copyrighted 1981 survey. 
Because the survey was being sent to all African American students at the 
university a draft of the survey was given to Dr. George Jackson, the Assistant Vice 
President for Student Affairs/Director of Minority Student Affairs foT review. Minor 
changes were made to the wording of the survey following his input. Early draft 
revisions were pilot tested on students for readability and clarity. Students were also 
asked if any questions were perceived as threatening or made them feel 
uncomfortable. No students indicated they felt inhibited by any of the questions or 
the survey format. 
The final version of the survey instrument was pilot tested for readability with 
approximately 25 students including graduate students and undergraduates, males and 
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females, and white and African Americans. The final pilot test resulted in changing a 
few words for clarity. 
Return Rate 
Of the 1609 survey instruments mailed a total of 492 were returned. Table 1 
illustrates the 35.3% return rate of white students. The African American student 
return rate of 21.9% is presented in Table 2. The overall combined return rate was 
30.6%. The return rate for the white students was generally consistent with results 
from similar sexual harassment surveys (Adams et al., 1983; Fitzgerald & Ormerod, 
1991). A review of 20 sexual harassment studies completed between 1979 and 1987 
revealed a majority of return rates ranged from 33-48%, with an average in the low 
40's (Rubin & Borgers, 1990). As Fitzgerald and Ormerod (1991) stated when 
discussing their return rate of 30%: "Although less than optimal, this return rate is 
typical for mail surveys of this kind..." (p. 287). Because no other sexual harassment 
studies were located which surveyed an entire university population of African 
American students return rate comparisons could not be made. 
In an attempt to achieve a high return rate from the African American student 
population the researcher used several strategies. First, a professor who meets 
regularly with African American graduate students was contacted and provided a 
copy of the survey and an explanation of the purpose of the study. The professor 
was supportive of the project and encouraged African American graduate student 
participation in the study. 
Second, meetings of each of four residence hall association minority support 
groups were attended. These groups are comprised primarily of African American 
students. The purpose of the survey was explained, copies of the survey instrument 
and cover letter were shown to the students, and questions about the study were 
answered. 
Third, information about the study was included in a newsletter sent by the 
Coordinator of Residential Minority Programs (Department of Residence) to all 
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Table 1. Frequencies and percentages of survey instruments returned by white 
respondents 
Survey Mailed Survey Returned 
n n % 
Men 
undergraduate 212 55 25.9 
graduate 173 61 35.3 
special 1 
Total Men 385 117 30.4 
Women 
undergraduate 357 111 31.1 
graduate 224 107 47.8 
special 5 
Total Women 581 223 38.4 
Total Men and Women 966 341 35.3 
Note: One white respondent did not indicate gender 
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Table 2. Frequencies and percentages of survey instruments returned by African 
American respondents 
Survey Mailed Survey Returned 
n n % 
Men 
undergraduate 320 47 14.7 
graduate 42 13 31.0 
Total Men 362 60 16.6 
Women 
undergraduate 241 53 22.0 
graduate 68 26 38.2 
special 1 
Total Women 309 80 25.9 
Total Men and Women 643 141 21.9 
Note: 1. One respondent did not indicate gender. 
2. Of the original 671 African American students on record with the 
Registrar's Office at the time the survey mailing labels were printed 28 
had incomplete addresses which prevented mailing. It was not possible to 
identify the gender or classification of the 28 students before the labels 
were sent to the printer for mailing. Therefore the overall return rate is 
accurate however the return rate by gender and classification is an 
approximation. 
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minority students living in the residence halls. African American students were 
encouraged to participate in the study. 
Fourth, assistance was sought from the advisors of each residence hall association 
student government to publicize the study and encourage participation. Finally, the 
researcher attended a meeting of the Black Student Alliance (formerly Black Student 
Government) and explained the purpose of the study. Group members indicated 
they were supportive of participating in the study. 
The only questions of concern about the survey came from one of the support 
groups in which several students questioned how the survey might be misused to 
negatively portray African American students. The questions raised by some students 
suggested that a survey mailed by an unknown doctoral candidate (assumed to be 
white) with a cover letter signed by a white administrator might not receive positive 
attention from some African American students on a predominantly white campus. 
Although several African American students familiar to the researcher expressed 
personal support for the project they also -suggested that the return rate from most 
African American students for a mailed survey might be less than returned by white 
students. The African American students speculated that returning surveys was a 
very low priority for other African American students. 
Characteristics of the Sample 
Table 3 presents selected demographic information about the 492 respondents 
who returned completed survey instruments. The composition of the sample is 
illustrated by the gender, ethnicity, classification, age, and primary college of the 
respondents. The Iowa State University student population at the time of the study 
was comprised of: 58.7% men and 41.3% women; 2.6% African American and 82.7% 
white students (international and other non-white students comprised 14.7%) and 
82.2% undergraduate students and 17.8% graduate students. 
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Table 3. Frequencies and percentages of selected demographics of the respondents 
Characteristic n % 
Gender Male 180 36.6 
Female 310 63.0 
No Response 2 A 
Total 492 100.0 
Ethnicity White 341 69.3 
African American 141 28.7 
American Indian 7 1.4 
or Alaska Native 
No Response 3 j6 
Total 492 100.0 
Classification Undergraduate 273 55.5 
Graduate 212 43.1 
Special 7 1.4 
Total 492 100.0 
Age 18 and under 55 11.0 
19 -22 175 36.0 
23 - 30 142 29.0 
Over 30 120 24.0 
Total 492 100.0 
Primary College Agriculture 37 7.5 
Business 40 8.1 
Design 33 6.7 
Education 85 17.3 
Engineering 61 12.4 
Family & Consumer Science 33 6.7 
Liberal Arts & Science 156 31.7 
Veterinary Medicine 9 1.8 
Graduate 37 7.5 
No Response 1 
Total 492 100.0 
56 
Data Analysis 
Completed surveys were coded and entered into a computer for statistical 
analysis using SPSS procedures (SPSS Inc, 1986). The researcher's graduate committee 
assisted in determining appropriate statistical methodology to apply. Chi square, and 
independent t-tests were used. For chi square analysis the Yate's correction for 
continuity was used whenever there was one degree of freedom (Hinkle, Wiersma, & 
Jurs, 1988). The significance level for this study was .05. 
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CHAPTER IV: RESULTS 
This chapter presents the statistical findings related to the eight research questions. 
The first section of the chapter reports the inferential statistics used to analyze the 
research questions. A chi square analysis was performed on each of the eight research 
questions. Each research question was analyzed by respondents' gender (men and 
women), ethnicity (white American and African American), and classification 
(undergraduate and graduate student). Only the results of the research questions 
which were statistically significant will be presented in chapter 4. The results of 
research questions which were not statistically significant appear in Appendix J. The 
second section of the chapter reports the descriptive statistics of other findings from 
the survey data. 
Research Questions 
Research questions one and two involved seven categories of behaviors which 
were defined as possible types of sexual harassment. The seven behaviors were: 
sexist comments, sexual comments, undue attention, invitations, physical advances, 
sexual propositions, and sexual bribery. 
Research Question #1 
Are the behaviors that students consider to be sexual harassment independent of 
gender, or ethnicity, or classification? The survey question used to generate the data 
for this research question was "Which, if any, of the following categories do you 
consider to be sexual harassment?" 
Men and women differed as to which behaviors they identified as sexual 
harassment. There was statistical significance between genders for sexual comments, 
undue attention, invitations, and sexual propositions indicating that a greater 
proportion of women than men view those behaviors as sexual harassment. 
However, the categories sexist comments, physical advances, and sexual bribery scores 
were independent of gender of the respondents. A majority of men and women 
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considered all behaviors except sexist comments to be a type of sexual harassment. 
Results displayed in Figure 1 indicate the percentages of men and women who 
consider each type of behavior to be sexual harassment. 
Definitions of Sexual Harassment Analvzed by Gender 
Sexual Comments Identification of sexual comments as sexual harassment was 
dependent upon the gender of the respondent. Sexual comments were considered a 
form of sexual harassment by 80.3% of the women and 65.4% of the men. Table 4 
indicates the major contributor to the significance of the chi square was the "no/not 
sure "cell for men which had an absolute value of the standardized of 2.5. The men's 
observed frequencies were greater than the expected frequencies. 
Undue Attention A significantly larger proportion of women than expected by 
chance defined undue attention as sexual harassment. The chi square results in Table 
5 indicates the cells for men and women of "no/not sure" were major contributors to 
the chi square having absolute values of the standardized residual of 3.7 and 2.8 
respectively. The "yes" cell for men was also a major contributor with an absolute 
value of the standardized residual of 2.3. The observed frequencies for men 
answering "no/not sure" were greater than expected frequencies and for women were 
less than expected. Although 57% of the men defined undue attention as a form of 
sexual harassment 80.3% of women defined it as such. 
Invitations Table 6 indicates that invitations were considered to be sexual 
harassment by a significantly larger proportion of women (77%) than men (65.7%). 
An analysis of the cells shows that all four cells contributed approximately equally to 
the chi square results. 
Sexual Propositions A significantly greater proportion of women than men 
defined sexual propositions as sexual harassment. As illustrated in Table 7 that 89.9% 
of women compared to 77% of men believed sexual propositions were a form of 
sexual harassment. The "no/not sure" cells for men and women were the greatest 














• men women 
Figure 1: Percentage of men and women respondents who considered each type of behavior to be sexual harassment 
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Table 4. Contingency table of frequencies and standardized residuals when 




Gender of Respondent 
Male Female Row Total 
Are sexual comments a 






no/not sure 62 
2.5 -1.9 
61 123 
Column Total 179 310 489 
Chi square = 12.706 with 1 degree of freedom 
probability = .001 
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Table 5. Contingency table of frequencies and standardized residuals when 




Gender of Respondent 
Male Female Row Total 
Is undue attention a 






no/not sure 77 61 138 
3.7 -2.8 
Column Total 179 309 488 
Chi square = 29.139 with 1 degree of freedom 
probability = .001 
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Table 6. Contingency table of frequencies and standardized residuals when 
comparing gender and type of sexual harassment for the item "invitations" 
observed frequency 
standardized residual 
Gender of Respondent 
Male Female Row Total 
Are invitations a yes 117 238 355 
type of sexual harassment? -1.1 .8 
no/not sure 61 71 132 
1.8 -1.4 
Column Total 178 309 487 
Chi square = 6.729 with 1 degree of freedom 
probability = .009 
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Table 7. Contingency table of frequencies and standardized residuals when 




Gender of Respondent 
Male Female Row Total 
Are sexual propositions a yes 137 277 414 
type of sexual harassment? -1.2 .9 
no/not sure 41 31 72 
2.8 -2.2 
Column Total 178 308 486 
Chi square = 14.024 with 1 degree" of freedom 
probability = .001 
and 2.2 respectively. The observed frequencies were greater than expected for men 
and less than expected for women. 
Definition of Sexual Harassment Analyzed by Ethnicity 
Sexist comments was the only category of behavior in which a significant 
difference existed between whites and African Americans. Responses were 
independent, when classified on the basis of ethnicity of the respondents, for the 
other 6 sexual harassment behaviors(sexual comments, undue attention, invitations, 
physical advances, sexual propositions, sexual bribery). 
Table 8 indicates that a significantly larger proportion of African Americans 
(57.6%) than whites (43.4%) considered sexist comments to be a type of sexual 
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Table 8. Contingency table of frequencies and standardized residuals when 




Ethnicity of Respondent 
African 
American 
White Row Total 
Are sexist comments a yes 80 148 228 
type of sexual harassment? -1.5 1.1 





Column Total 139 341 480 
Chi square = 7.374 with 1 degree of freedom 
probability = .007 
harassment. Analysis of the cells reveals that all cells contributed to the chi square 
value in approximately equal amounts. 
Definition of Sexual Harassment Analyzed bv Classification 
There was statistical significance in the sexual harassment categories of undue 
attention and invitations when analyzed on the basis of respondent classification 
(graduate students and undergraduates). Responses for sexist comments, sexual 
comments, sexual propositions, physical advances, and sexual bribery were 
independent when analyzed on the basis of classification of the respondents. 
Undue Attention A significantly larger proportion of graduate students (79.8%) 
than undergraduates (65.1%) considered undue attention to be a type of sexual 
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harassment. The results in Table 9 reveals the "no/not sure" cells of graduate and 
undergraduate students were major contributors to the chi square and had 
standardized residual absolute values of 2.3 and 2.0 respectively. The observed 
frequencies for undergraduates answering "no/not sure" were greater than expected 
and the observed frequencies for graduate students were less than expected. 
Table 9. Contingency table of frequencies and standardized residuals when 




Classification of Respondents 
Undergraduate Graduate Row Total 
Is undue attention a yes 177 174 351 
type of sexual 
harassment? 
-1.3 1.4 





Column Total 272 218 490 
Chi square = 12.229 with 1 degree of freedom 
probability = .001 
Invitations The chi square results in Table 10 reveal that invitations were 
identified as sexual harassment by a significantly larger proportion of graduate 
(79.7%) than undergraduate (67.6%) students. An analysis of the cells indicated that 
all four cells contributed about equally to the chi square value. 
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Table 10. Contingency table of frequencies and standardized residuals when 
comparing gender and type of sexual harassment for the item "invitations" 
observed frequency 
standardized residual 
Classification of Respondents 
Undergraduate Graduate 
Are invitations a yes 184 173 
type of sexual harassment? -1.0 1.2 
no/not sure 88 44 
1.7 -1.9 





Chi square = 8.330 with 1 degree of freedom 
probability = .004 
Summary of Research Question 1 Analyses 
A majority of respondents agreed that all behaviors except sexist comments were a 
type of sexual harassment. However, differences existed by gender, ethnicity, and 
classification in the extent to which behaviors were considered sexual harassment. 
More women than men considered four behaviors (sexual comments, undue attention, 
invitations, and sexual propositions) to be sexual harassment. More African 
Americans than whites considered sexist comments to be a type of sexual harassment. 
Finally, more graduate than undergraduate students characterized undue attention and 
invitations as forms of sexual harassment. 
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Research Question #2 
Are the different categories of sexual harassment behaviors students have 
experienced independent of gender, or ethnicity, or classification of the respondents? 
The survey question used to generate the data was "Have you personally experienced 
any of the following behaviors by Iowa State University faculty members while you 
were a student at Iowa State University?" 
The seven sexual harassment categories of behavior were: sexist comments, sexual 
comments, invitations, undue attention, physical advances, sexual propositions, and 
sexual bribery. None of the seven behaviors were experienced by a majority of the 
respondents. The behavior encountered by the most respondents (41%) was sexist 
comments. Figure 2 presents the percentages of men and women who have 
experienced each type of sexual harassment behavior. The results which were 
statistically significant when analyzed by gender, ethnicity, and classification are 
presented separately. 
Sexual Harassment Experiences Analvzed bv Gender 
Only the responses for sexist comments were statistically significant when 
analyzed on the basis of gender of the respondents. Although not statistically 
significant, more women than men experienced sexual comments (24% and 16.2% 
respectively) and undue attention (15.9% and 9.5% respectively). 
Again although not statistically significant, more men than women reported they 
had experienced invitations (2.8% for men and 2.6% for women) and sexual 
propositions (2.2% for men and 1% for women). However, the actual number of 
combined incidents of invitations and sexual propositions was less than 8 for each 
gender. 
Sexist Comments Table 11 indicates that sexist comments were experienced by 
a significantly larger proportion of women than men. Sexist comments were 
experienced by 48.4% of the women and 27.4% of the men. An analysis of the cells 
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Figure 2: Percentage of men and women respondents who have personally experienced each type of sexual harassment 
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Table 11. Contingency table of frequencies and standardized residuals when 




Gender of Respondent 
Male Female Row Total 
Have you experienced not 
experienced 
130 159 289 






Column Total 179 308 487 
Chi square = 19.836 with 1 degree of freedom 
probability = .001 
absolute value of the standardized residual was 2.8 for men who experienced sexist 
comments. The observed frequencies were much smaller than the expected 
frequencies for men. The standardized residual absolute value for men who had not 
experienced sexist comments was 2.3. The observed frequencies for "not experiencing" 
sexist comments were greater than the expected frequencies for men. The 
standardized residual absolute value for women who had experienced sexist comments 
was 2.1, with observed frequencies being larger than expected frequencies. 
Sexual Harassment Experiences Analvzed by Ethnicity 
Only the responses for sexist comments and sexual comments were statistically 
significant when analyzed on the basis of ethnicity of the respondents. African 
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Americans and whites had similar experiences with invitations, undue attention, 
sexual propositions, physical advances, and sexual bribery. 
Sexist Comments The results in Table 12 indicate that sexist comments 
were experienced by a significantly larger proportion of whites than African 
Americans. Sexist comments were encountered by 46.8% of the whites and 26.6% of 
Table 12. Contingency table of frequencies and standardized residuals when 




Ethnicity of Respondent 
African American White Row Total 
Have you experienced not 
experienced 
102 181 283 






Column Total 139 340 479 
Chi square = 15.741 with 1 degree of freedom 
probability = .001 
the African Americans. Analysis indicates that the "experienced" and "not 
experienced" cells for African Americans made major contributions to the chi square 
results. The largest absolute value of the standardized residual was 2.6 for African 
Americans who experienced sexist comments. Their observed frequencies were much 
smaller than their expected frequencies. The standardized residual absolute value for 
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African Americans who had not experienced sexist comments was 2.2. The observed 
frequencies for not the African Americans. Analysis indicates that the "experienced" 
and "not experienced" cells for African Americans made major contributions to the 
chi square results. The largest absolute value of the standardized residual was 2.6 for 
African Americans who experienced sexist comments. Their observed frequencies 
were much smaller than their expected frequencies. The standardized residual 
absolute value for African Americans who had not experienced sexist comments was 
2.2. The observed frequencies for not experiencing sexist comments were greater 
than the expected frequencies for African Americans. 
Sexual Comments The chi square results in Table 13 indicate that sexual 
comments were experienced by a significantly larger proportion of whites than 
African Americans. Sexual comments were experienced by 25.3% of the whites and 
11.5% of the African Americans. An analysis of the cells indicate that a major 
contribution to the chi square value came from African Americans who experienced 
sexual comments. Their standardized residual absolute value was 2.5. The observed 
frequencies were much smaller than the expected frequencies. 
Sexual Harassment Experiences Analvzed bv Classification 
The responses for sexist comments and sexual comments were statistically 
significant when analyzed on the basis of classification of the respondents. Statistical 
significance was not obtained for any of the other five categories (undue attention, 
invitations, sexual propositions, physical advances, and sexual bribery). The number 
of reports from graduates and undergraduates combined was less than ten each for 
sexual bribery, physical advances, sexual propositions, and invitations. 
Sexist Comments The chi square results in Table 14 reveals that sexist 
comments were experienced by a significantly larger proportion of graduate students 
than undergraduate students. Sexist comments were experienced by 46.5% of the 
graduates and 35.7% of the undergraduates. An analysis of the cells show that all 
cells contributed about equally to the chi square value. 
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Table 13. Contingency table of frequencies and standardized residuals when 




Ethnicity of Respondent 
African American White Row Total 
Have you experienced not 
experienced 
123 254 377 
sexual comments? 1.3 -.8 
experienced 16 86 102 
-2.5 1.6 
Column Total 139 340 479 
Chi square = 
probability = 
10.377 with 1 degree of freedom 
.001 
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Table 14. Contingency table of frequencies and standardized residuals when 




Classification of Respondents 
Graduates Undergraduates Row Total 
Have you experienced not 175 116 291 
experienced 
sexist comments? 1.0 -1.2 
experienced 97 101 198 
-1.3 1.4 
Column Total 272 217 489 
Chi square = 5.489 with 1 degree of freedom 
probability = .019 
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Sexual Comments Sexual comments were experienced by a significantly larger 
proportion of graduate students than undergraduate students which can be seen in 
Table 15. Sexual comments were experienced by 26.7% of the graduates and 16.5% of 
the undergraduate students. All cells contributed about equally to the chi square 
value. 
Summary of Research Question 2 Analyses 
The results from research question two demonstrated that more women than men 
experienced sexist comments from faculty members. The results analyzed by the 
ethnicity of the respondents revealed that significantly more whites than African 
Americans reported encountering sexist comments and sexual comments. Finally, it 
was discovered that a significantly larger proportion of graduate than undergraduate 
students received sexist comments and sexual comments from faculty members. 
Undue attention, invitations, physical advances, sexual propositions, and sexual 
bribery were experienced by similar percentages of respondents regardless of gender, 
ethnicity, or classification. 
Research Question #3 
Is the reporting of sexual harassment to a university office or official independent 
of ethnicity, or gender, or classification? The survey question used to generate the 
data was "If you have ever felt sexually harassed at Iowa State University, what did 
you do?" 
Only respondents who felt they had been sexually harassed were instructed to 
answer the question. A total of 166 people, or 33.7% of the sample, responded to the 
question. Only three respondents indicated they had reported a case of sexual 
harassment to a university office or official. A chi square analysis was not possible 
for this research question because of the extremely small number of reports. The 
three individuals were all white, female, graduate students. Although the results have 
no statistical significance regarding independence of reporting by gender, ethnicity, or 
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Table 15. Contingency table of frequencies and standardized residuals when 
comparing classification and type of sexual harassment experiences for the 
item "sexual comments" 
observed frequency 
standardized residual 
Classification of Respondents 
Graduates Undergraduates Row Total 




experienced 45 58 103 
-1.6 1.8 
Column Total 272 217 489 
Chi square = 
probability = 
6.929 with 1 degree of freedom 
.008 
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classification of the respondents the fact that so few people have reported sexual 
harassment is important. The results of this question will be discussed in detail in 
chapter five. 
Research Question #4 
Are the reasons students do not report sexual harassment independent of gender, 
or ethnicity, or classification? The survey question used to generate the data was "If 
you have ever felt sexually harassed but did not report it, why not?" 
Respondents were asked to select all responses, from a list of 10, which were 
reasons for not reporting sexual harassment. The question was answered by 154 
subjects, who gave 273 responses. The significant results analyzed by classification of 
the respondent appear in Table 16. A chi square analysis was run separately on all 
ten responses which revealed that the reasons students did not report sexual 
harassment were independent of gender and ethnicity. 
Table 16. Reasons students did not report sexual harassment 
Possible responses n % 
Didn't think it was that serious 108 39.6 
Didn't think anything would be done 53 19.4 
Not sure who to tell 21 7.7 
Fear of retaliation 18 6.6 
Thought it would take too much time and effort 16 5.8 
Other 14 5.1 
Not sure it would be kept confidential 13 4.7 
I didn't think I'd be believed 10 3.7 
Too embarrassed 10 3.7 
Didn't want to hurt the harasser 10 3.7 
Total 273 100.0 
Note: 154 respondents gave multiple responses 
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Reasons Sexual Harassment Was Not Reported Analyzed by Classification 
A total of 78 undergraduates and 76 graduate students responded to the question. 
A chi square analysis yielded two responses which were statistically significance. 
Table 17 indicates that "fear of retaliation" was statistically significant. A 
significantly larger proportion of graduates (19.7%) than undergraduates (3.8%) 
responded that "fear of retaliation" was a reason for not reporting sexual harassment. 
An analysis of the cells indicates the major contributors to the significance of the chi 
square were for graduates and undergraduates who responded yes. The absolute value 
of the standardized residual was 2.1 for graduate students and 2.0 for undergraduates. 
The observed frequencies were higher than expected for graduate students and lower 
than expected for undergraduates. 
Table 17. Contingency table of frequencies and standardized residuals when 
comparing classification and reason for not reporting sexual harassment 
due to "fear of retaliation" 
observed frequency 
standardized residual 
Classification of Respondent 
Undergraduate Graduate Row 
Total 
Was "fear of retaliation" a 













Column Total 78 76 154 
Chi square = 7.940 with 1 degree of freedom 
probability = .005 
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The other reason respondents indicated for not reporting sexual harassment was 
the response "didn't think anything would be done." Table 18 presents a 
significantly larger proportion of graduate students (44.7%) than undergraduate 
students (24.4%) who indicated "yes" in response to the question. An analysis of the 
absolute value of the standardized residual indicates that all cells contributed 
approximately equally to the chi square significance. The observed frequencies for 
respondents who answered "yes" were greater than expected for graduate students and 
less than expected for undergraduates. 
To summarize, significantly more graduates than undergraduates indicated "fear of 
retaliation" and "didn't think anything would be done" were reasons for not 
reporting sexual harassment. Although not statistically significant, it is noteworthy 
Table 18. Contingency table of frequency and standardized residuals when comparing 
classification and reason for not reporting sexual harassment due to "didn't 
think anything would be done" 
observed frequency 
standardized residual 
Classification of Respondent 
Was "didn't think anything 
would be done" a reason 
for not reporting sexual 











Column Total 78 76 154 
Chi square = 6.208 with 1 degree of freedom 
probability = .013 
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that for all respondents the reason most frequently indicated for not reporting sexual 
harassment was "didn't think it was that serious." 
Research Question #5 
Are responses of students indicating they avoided taking a class from or working 
for a faculty member because of what they know or have heard about the faculty 
member regarding sexual harassment independent of ethnicity, or gender, or 
classification? The survey question used to generate the data was "Have you ever 
avoided taking a class from or working with an Iowa State University faculty 
member because of what you knew or had heard about the person regarding sexual 
harassment?" 
The total number of respondents who answered "yes" to the survey question was 
49. This represented 10.1% of all the respondents. A chi square analysis by gender 
of the respondent was statistically significant. A chi square analysis by ethnicity and 
classification of respondents indicated no statistical significance. However a sizable 
percentage of students indicated they had altered their educational choices due to 
concerns about sexual harassment from faculty members. More graduates (12.9%) 
than undergraduates (7.7%) responded that they had avoided taking a class from or 
working with a faculty member. Similarly, more whites (11.5%) than African 
Americans (7.1%) had avoided taking a course from or working with someone 
because of what they knew about the faculty member regarding sexual harassment. 
Avoidance of a Class or Work Analyzed bv Gender 
The chi square results in Table 19 reveal that avoidance of a class was indicated by 
a significantly larger proportion of women than men. A total of 308 women and 179 
men responded to the question. Of the 49 students who avoided a class 42, or 85.7%, 
were women. For all women in the sample, 13.6% avoided a class, while only 3.9% of 
all men in the sample indicated they avoided a class. An analysis of the cells indicates 
that the two cells for the "yes" responses made the major contributions to the chi 
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Table 19. Contingency table of frequency and standardized residuals when comparing 
gender and the item "have you ever avoided taking a class because of the 
sexual harassment reputation of a faculty member" 
observed frequency 
standardized residual 
Gender of Respondent 
Have you ever avoided a Male Female Row Total 
class because of the sexual yes 7 42 49 
harassment reputation of a -2.6 2.0 
faculty member? no 172 266 438 
.9 -.7 
Column Total 179 308 . 487 
Chi square = 10.783 with 1 degree of freedom 
probability = .001 
square results. The standardized residual absolute value was 2.6 for men and 2.0 for 
women. The observed frequencies were much larger than expected for women and 
smaller than expected for men. 
In summary, avoidance of a class was statistically significant when analyzed on the 
basis of the gender of the respondents. Students avoided taking a class from or 
working with a faculty member because of what they knew or had heard about the 
person regarding sexual harassment,dependent upon the gender of the respondent. 
Research Question #6 
Are responses of students indicating they are aware of other students who avoided 
taking a class from or working for a faculty member because of what they know or 
have heard about the faculty member regarding sexual harassment independent of 
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ethnicity, or gender, or classification? The survey question which generated the data 
was "Are you aware of other students who have avoided a teacher or a specific class." 
Responses to the question indicated that 23.3% of all students knew someone who 
had avoided taking a class from or working for a faculty member, because of what 
they knew or had heard about the person regarding sexual harassment. A chi square 
analysis revealed no statistical significance by gender, ethnicity, or classification of the 
respondents. The number of respondents answering "yes" was: 24.6% women, 21.3% 
men; 25.4% white, 17.1% African American; and 26.6% graduate, 20.7% 
undergraduate. 
Research Question #7 
Are responses of students who were aware of the Clarence Thomas Supreme 
Court hearing and Anita Hill's testimony, and who indicated the hearings made them 
more aware of sexual harassment, independent of ethnicity, or gender, or 
classification? 
Only the responses from students who indicated they were aware of the Clarence 
Thomas Supreme Court hearings were used for the research question. A total of 
97.5% of all respondents indicated they were aware of the hearings. The survey 
question used to generate that data was "Did it make you more aware of the existence 
of sexual harassment?" The possible responses were "yes", "no", or "no difference." 
Responses to the question were not statistically significant when analyzed by 
ethnicity of the respondents. However a majority of whites (62.9%) and African 
Americans (52.2%) said the hearings made them more aware of the existence of sexual 
harassment. 
Awareness of Sexual Harassment Analyzed by Gender 
Data in Table 20 reveal that a significantly larger proportion of women (64.7%) 
than men (50.3%) indicated they were more aware of sexual harassment because of 
the Thomas hearings. A larger proportion of men (36.7%) than women (24.3%) 
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Table 20. Contingency table of frequency and standardized residuals when comparing 




Gender of Respondent 
Did the Thomas hearing Male Female Row Total 
make you more aware yes 89 194 283 
of sexual harassment? -1.6 1.2 
no 23 33 56 
.5 -.4 
no difference 65 73 138 
1.9 -1.5 
Column Total 177 300 477 
Chi square = 10.166 with 2 degrees of freedom 
probability = .006 
indicated that the hearings made no difference in their awareness of sexual 
harassment. Approximately equal proportions of men (13%) and women (11%) 
indicated that the hearings did not make them more aware of sexual harassment. An 
analysis of the absolute value of the standardized residual indicated that all cells 
contributed approximately equally to the chi square significance. 
Awareness of Sexual Harassment Analyzed by Classification 
Table 21 reveals that a significantly larger proportion of undergraduates (61.7%) 
than graduates (55.8%) stated they were more aware of sexual harassment because of 
the Thomas hearings. A larger proportion of graduates (34.9%) than undergraduates 
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Table 21. Contingency table of frequency and standardized residuals when comparing 
classification and the item "did the Thomas hearing make you more aware 
of sexual harassment" 
observed frequency 
standardized residual 
Classification of Respondent 
Did the Thomas hearing Graduate Undergraduate 
make you more aware yes 163 120 
of sexual harassment? .6 -.6 
no 38 20 
1.1 -1.2 
no 63 75 
difference 
-1.5 1.7 






Chi square = 8.237 with 2 degrees of freedom 
probability = .016 
(23.9%) indicated that the hearings made no difference in their awareness of sexual 
harassment. A larger proportion of undergraduates (14.4%) than graduates (9.3%) 
indicated that the hearings did not make them more aware of sexual harassment. An 
analysis of the cells shows that none of the standardized residual absolute values was 
2 or greater. All cells contributed approximately equally to the chi square 
significance. 
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To summarize, the results indicated that students were more aware of sexual 
harassment because of the Thomas hearings. The statistical analysis indicated that 
increased awareness of sexual harassment was dependent upon gender and 
classification of the respondents. Women more than men and undergraduates more 
than graduates were more aware of sexual harassment as a result of the Thomas 
hearings. 
Research Question #8 
Are responses of students who indicated they were aware of the Thomas Supreme 
Court hearing and Anita Hill's testimony, and who indicated the hearings made them 
more or less likely to report an incident of sexual harassment independent of 
ethnicity, or gender, or classification? The survey question used to generate the data 
was "what effect, if any, did the hearings have on whether you would report an 
incident of sexual harassment?" 
There was no statistical significance when analyzed by both ethnicity and 
classification of the respondents, of an increased likelihood to report sexual 
harassment as a result of the Thomas hearing. A majority of whites (50.2%) and 
African Americans(54.5%), and undergraduates (51.5%) and graduates (50.9) said the 
hearings had no effect on their likelihood to report an incident of sexual harassment. 
Likelihood of Reporting Sexual Harassment Analvzed by Gender 
Table 22 reveals that a significantly larger proportion of women (46.6%) than men 
(22.7%) indicated they were more likely to report an incident of sexual harassment 
because of the Thomas hearings. A larger proportion of men (68.8%) than women 
(40.6%) indicated that the hearings made no difference in their likelihood to report an 
Incident of sexual harassment. An analysis of the cells reveals that the absolute values 
of the standardized residuals for both cells of "more likely" and "no effect" were 
greater than 2, and were major contributors to the chi square significance. The 
frequencies for "more likely to report" and "no effect" were lower than expected for 
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Table 22. Contingency table of frequency and standardized residuals when comparing 
gender and the item "what effect did the Thomas hearing have on whether 
you would report sexual harassment" 
observed frequency 
standardized residual 
Gender of Respondent 
Effect of Thomas hearing Male Female Row Total 
on likelihood to report more likely 40 139 179 
sexual harassment -3.2 2.5 
less likely 15 38 53 
-1.1 .8 
no effect 121 121 242 
3.3 -2.5 
Column Total 176 298 474 
Chi square = 35.699 with 2 degrees of freedom 
probability == .001 
men. The frequencies for "more likely to report" were greater than expected for 
women. The frequencies for "no effect" were lower than expected for women. 
The results indicated that the Thomas hearings had no effect on the likelihood to 
report an incident of sexual harassment for a majority of all respondents (51.3%). 
However, statistical analysis indicated that the likelihood to report sexual harassment 
because of the Thomas hearings was significantly related to the gender of the 
respondents. A larger proportion of women than men indicated they were more 
likely to report an incident of sexual harassment due to the Thomas hearings. 
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Additional Findings 
This section of the results will review additional findings not previously addressed 
by the research questions. Student perceptions and reporting of sexual harassment 
will be described. Descriptive statistics, primarily frequencies and percentages, were 
used to summarize the remainder of the information obtained by the survey 
questions. 
Student Perceptions of Sexual Harassment Frequency 
The issue of student perceptions of sexual harassment was addressed in two survey 
questions. Respondents were asked how frequently they thought their male and 
female friends and acquaintances had experienced different sexual harassment 
behaviors at Iowa State University. The results in Table 23 suggest that students 
think sexual harassment is experienced more frequently by friends and acquaintances 
than the number of experiences reported by respondents. 
Although 85.6% of the respondents thought female friends had experienced sexist 
comments, that type of sexual harassment behavior was reported in the survey by 
only 48.4% of the women. Similarly 65.6% of the respondents thought male friends 
had experienced sexist comments, although only 27.4% of the men surveyed reported 
they had experienced sexist comments. Overall, respondents thought sexual bribery 
had been experienced by 25.7% of their female friends and 12.2% of their male 
friends. However, only one man and no women reported an experience of sexual 
bribery. 
The results presented in Table 23 indicated some large differences between the 
number of respondents who thought sexual harassment was experienced by friends 
and acquaintances and the actual number of sexual harassment experiences indicated 
by respondents. 
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Table 23. Percentages of perceived sexual harassment experienced by others and 
actual percentages of each type of sexual harassment experienced by men 
and women 
Women Men 
Perceived Actual Perceived Actual 
(Others) (Self) (Others) (Self) 
Type of Sexual Harassment % % % % 
a) sexist comments 85.6 48.4 65.6 27.4 
b) sexual comments 72.0 24.0 50.7 16.2 
c) undue attention 69.5 15.9 35.3 9.5 
d) invitations 43.7 2.6 23.9 2.8 
e) sexual propositions 36.0 1.0 19.7 2.2 
f) physical advances 37.8 3.6 18.2 2.8 
g) sexual bribery 25.7 0.0 12.2 0.6 
Reporting Sexual Harassment 
Respondents were asked what they had done if they had ever felt sexually 
harassed by a faculty member. Students were given 8 response choices and could 
make multiple responses. A total of 166 respondents provided 264 responses. As 
stated earlier in the chapter only 3 students indicated they had reported an incident of 
sexual harassment to a university office or official. The most frequently reported 
response (40.5%) was "ignored it." The second most frequent response (29.9%) was 
"talked about it with friends." The third most frequent response (9.1%) was "kept it 
to myself." Only 8.7% of the respondents indicated they had "confronted the 
harasser." 
A reporting question focused on possible future behavior was "In the future, to 
whom, if anyone, would you report an incident of sexual harassment?" All 
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respondents were asked this question, including those who had never felt sexually 
harassed in the past. A total of 473 respondents gave 1016 responses which appear in 
Table 24. The most frequent responses were Dean of Students Office (16%), Advisor 
(15.5%), and Department Chairperson (14.6%). 
Table 24. Where students indicated they would report sexual harassment in the 
future 
Official or Office n % 
Dean of Students Office 163 16.0 
Advisor 158 15.5 
Department Chairperson 148 14.6 
Women's Center 107 10.5 
Affirmative Action Office 84 8.2 
I would not report it 73 7.1 
Minority Student Affairs Office 69 6.8 
Residence Hall Staff Person 69 6.8 
Other 69 6.8 
Another Faculty Member 68 6.7 
Greek Housing Official 8 0.8 
Total 1016 100.0 
Note: Multiple responses were allowed. (N=473) 
Another question related to reporting sexual harassment was "In the future, if you 
were to report an incident of sexual harassment by a faculty member, what do you 
think would happen?" A Likert scale was used which included the possible responses 
strongly agree, agree, not sure, disagree, and strongly disagree. 
The results in Table 25 reveal that although a majority of students (58.2%) 
thought a reported incident of sexual harassment would be addressed, a sizable 
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Table 25. Respondent perception of the consequences of reporting sexual harassment 
Agree/ Disagree/ 
Consequence of Reporting Strongly Agree Not Sure Strongly Disagree 
% % % 
a) It would be addressed 58.2 31.9 10.0 
b) I would be believed 42.6 46.2 11.2 
c) I'd be treated as if I caused it 16.6 38.0 45.4 
d) I'd be taken seriously 48.9 37.9 13.2 
e) I'd suffer retaliation 26.1 46.3 27.6 
number (41.9%) disagreed or were not sure. Additionally 57.4% of all respondents 
were not sure or did not think they would be believed and a majority (51,1%) did 
not think they would be taken seriously if they reported an incident of sexual 
harassment. Nearly three of four respondents (72.4%) were unsure or thought that 
they would suffer retaliation. 
To further analyze the results of the responses in Table 25 a post hoc independent 
t-test was used to compare the responses of whites and African Americans, men and 
women, and graduates and undergraduates. When comparisons of reporting were 
done by ethnicity of respondents four of the five questions yielded statistically 
significant differences as illustrated in Table 26. African Americans more than whites 
thought they would not be believed, thought they would be treated as if they caused 
it, thought they would not be taken seriously, and thought they would suffer 
retaliation. When comparisons of reporting were done by gender of the respondents 
three of the five questions yielded statistically significant differences as illustrated in 
Table 26. Women more than men disagreed that an incident of sexual harassment 
would be addressed; women more than men believed they would be treated as if they 
caused it; and women more than men believed they would suffer retaliation. 
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When comparisons of reporting were done by classification two of the five 
questions yielded statistically significant differences as revealed in Table 26. 
Graduates more than undergraduates thought they would be believed and thought 
they would be taken seriously. 
Survey outcomes which address reasons students don't report sexual harassment 
are worth noting. Students indicated in previous questions that they don't think 
anything would be done if they reported an incident of sexual harassment. They also 
stated a concern that they may be treated as if they caused an incident, or may suffer 
retaliation. Although white students express concerns about whether they will be 
believed and will suffer retaliation, African American students express even greater 
concerns. Similarly graduates express concern about being believed, but 
undergraduates express greater concern. 
Sexual Harassment and Faculty Gender 
Respondents were asked to indicate the gender of the faculty member from whom 
they had experienced any of the seven sexual harassment behaviors. Table 27 reveals 
the number of respondents who reported experiencing each behavior. Respondents 
experienced all behaviors from both male and female faculty members although male 
faculty members were the most frequently identified. Overall, 65.4% of the 
respondents reported that "sexist comments" were received from male faculty only, 
8.2% of the respondents heard "sexist comments" from female faculty only, and 
26.3% of respondents heard "sexist comments" from both male and female faculty. 
Nearly a quarter of the respondents who experienced undue attention cited 
involvement by female faculty members. Sixty three respondents indicated they 
experienced undue attention from "female only" (14.3%) or "both male and female" 
(10.6%) faculty members. 
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Table 26. Descriptive statistics of the consequences of reporting sexual harassment 
when categorized by gender, ethnicity, and classification of respondents 
Question number mean standard t-value 2-tail 
deviation probability 
a) It would be addressed 
White 335 2.394 .848 
African American 138 2.428 .951 
Men 175 2.291 .851 
Women 306 2.464 .872 
Graduate 214 2.346 .879 
Undergraduate 269 2.454 .870 
b) I would be believed 
White 334 2.521 .793 
African American 137 2.949 .825 
Men 175 2.589 .818 
Women 304 2.464 .812 
Graduate 212 2.519 .823 








Table 26 (continued) 
Question number mean standard t-value 2-tail 
deviation probability 
c) I'd be treated as if I caused it 
White 334 3.461 .811 
African American 138 2.935 .998 
Men 175 3.531 .815 
Women 305 3.197 .911 
Graduate 212 3.392 .872 
Undergraduate 270 3.259 .916 
d) I'd be taken seriously 
White 335 2.522 .836 
African American 138 2.855 .917 
Men 177 2.559 .903 
Women 304 2.641 .832 
Graduate 213 2.512 .856 








Table 26 (continued) 
Question number mean standard t-value 2-tail 
deviation probability 
e) I'd suffer retaliation 
White 334 3.165 .877 
-5.28 .001 
African American 138 2.630 1.050 
Men 175 3.154 .997 
2.47 .014 
Women 305 2.931 .924 
Graduate 212 3.061 .979 
-.91 .365 
Undergraduate 270 2.982 .942 
Note: 1 = strongly agree; 2 = agree; 3 = not sure; 4 = disagree; 5 = strongly 
disagree 
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Table 27. Frequencies and percentages of male and female faculty from whom 
students experienced each type of sexual harassment behavior 
Gender of Faculty 
Sexual Harassment Male Only Female Only Both Male and Female 
Experienced By Student n % n % n % 
a) sexist comments 127 65.4 16 8.2 51 26.3 
b) sexual comments 77 77.8 5 5.1 17 17.2 
c) undue attention 47 74.6 9 14.3 7 10.3 
d) invitations 9 75.0 3 25.0 0 0.0 
e) sexual propositions 6 75.0 2 25.0 0 0.0 
f) physical advances 12 80.0 3 20.0 0 0.0 
g) sexual bribery 1 50.0 1 50.0 0 0.0 
Sexual Harassment Which Offends and Interferes with 
Academic Progress and Career Development 
Respondents were asked to indicate which sexual harassment behaviors would 
offend them and/or interfere with their academic progress and career development. 
The response choices were: not offend and not interfere; offend but not interfere; 
not offend but interfere; and offend and interfere. Table 28 presents a comparison of 
responses for men and women. Results indicated that a majority of women believed 
undue attention, invitations, sexual propositions, physical advances and sexual bribery 
would offend and interfere with their academic progress and career development. 
However a majority of men stated that only two categories of behavior would offend 
and interfere: physical advances and sexual bribery. Larger percentages of women 
than men indicated that each behavior would offend and interfere with academic 
progress and career development. More than twice as many women than men (55% 
and 20.3% respectively) indicated that undue attention would offend and interfere. 
Similarly, 72.5% of the women, but only 30.9% of the men indicated that invitations 
would offend and interfere with academic progress and career development. Results 
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Table 28. Percentages of men and women who indicated that each type of sexual 
harassment behaviors would offend/interfere with academic progress and 
career development 












Not Offend Offend 
but and 
Interfere Interfere 
men women men women 
% % % % 
a) sexist comments 50.3 18.8 45.8 68.4 0.6 3.6 3.4 9.1 
b) sexual comments 41.0 6.1 48.9 62.8 3.9 3.6 6.2 27.5 
c) undue attention 34.5 4.2 27.1 33.0 18.1 7.8 20.3 55.0 
d) invitations 27.5 4.5 21.9 17.5 19.7 5.5 30.9 72.5 
e) sexual propositions 22.5 1.6 17.4 11.0 16.3 2.3 43.8 85.2 
f) physical advances 12.8 1.3 15.1 7.1 11.7 0.3 60.3 91.3 
g) sexual bribery 7.3 1.3 13.4 4.5 5.0 0.0 74.3 94.2 
in Figure 3 indicate that as the severity of the behavior increased along a continuum 
the percentage of respondents indicating the behavior would offend and interfere with 
academic and career development correspondingly increased. 
Educational Material Regarding Sexual Harassment 
Respondents were asked if they had ever received educational material regarding 
sexual harassment while attending Iowa State University. Overall, 60.2% of the 
respondents answered no and 39.8% of the respondents answered yes. Appendix K 
indicates from whom respondents received sexual harassment information. 
percentage 
sexist sexual undue invitations sexual physical sexual bribery 
comments comments attention propositions advances 
D men H women 
Figure 3: Percentage of men and women respondents who indicated each type of sexual harassment behavior would 
offend and interfere with academic progress and career development 
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Respondent Comments 
At the end of the survey instrument respondents were informed "If you would 
like, feel free to write comments on the next two pages." A total of 127 respondents 
(25.8% of the sample) wrote comments which are highlighted in Chapter 5. 
Other Data 
The results of survey questions 5, 7, 8, 9, 10, 15, 19, 20, 21b (Appendix L) were 
not presented in this chapter for two reasons: 1) the findings were not considered to 
be significant, or 2) the findings were from survey instrument questions developed by 
Adams et al. (1983) which were not a primary focus of the current study. 
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CHAPTER V: CONCLUSIONS AND RECOMMENDATIONS 
This chapter will present a brief summary of the study, major findings and 
discussion, overview of written comments, conclusions, and implications and 
recommendations. 
Summary 
This study was designed to assess student perceptions and experiences of sexual 
harassment by faculty members at Iowa State University. Specifically the study 
investigated which of seven categories of faculty behaviors students considered to be 
sexual harassment. The behaviors were: sexist comments, sexual comments, undue 
attention, invitations, sexual propositions, physical advances, and sexual bribery. The 
study also sought to determine if student perceptions, reporting, and incidence of 
sexual harassment were independent when analyzed by respondent gender (male and 
female), ethnicity (white and African American), and classification (undergraduate and 
graduate). 
A stratified random sample of 1671 students was selected from the university 
Registrar's Office of students registered for Fall semester 1992. The sample included 
all the African American students registered and 1000 white students. The 
composition of the sample by gender, ethnicity, and classification was: 909 women 
and 762 men; 1000 white Americans and 671 African Americans; and 510 graduate 
students and 1161 undergraduate students. Due to difficulties obtaining accurate 
mailing addresses the final number of survey instruments mailed was 1609. A total of 
492 completed survey instruments were returned yielding a return rate of 30.6%. 
The characteristics and return rate of the respondents by gender, ethnicity, and 
classification are described in Tables 1, 2 and 3. The final sample was comprised of 
36.6% men and 63% women (2 respondents did not indicate gender); 69.3% white and 
28.7% African American (7 respondents indicated American Indian or Alaska Native 
and 3 did not indicate ethnicity); 55.5% undergraduate students and 43.1% graduate 
students (7 respondents indicated they were special students). 
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The survey instrument used in the study was developed by the University 
Committee on Women at Iowa State University in 1981 (Adams et al., 1983), 
Modifications were made to the Adams survey instrument for purposes of clarity and 
readability. Definitions of sexual harassment were modified after consulting with 
Adams and reviewing Reesor (1987). Questions were also added to the Adams survey 
to gather information related to the research questions. All changes to the survey 
instrument are described in Chapter 3. Although the study could not make one on 
one comparisons to each of the findings in the Adams et al. 1983 study an attempt 
was made to look for general similarities and differences between results of the two 
studies. 
The study investigated eight research questions and analyzed them with a chi 
square analysis. Additional findings from the survey questions were reported using 
descriptive statistics (frequencies and percentages). Finally, an overview of comments 
written by respondents at the end of the survey instrument are included in chapter 
five. Each research question was analyzed by respondents' gender, ethnicity, and 
classification. The research questions were: 
1. Are the behaviors that students consider to be sexual harassment independent of 
gender, or ethnicity, or classification? 
2. Are the different categories of sexual harassment behaviors students have 
experienced independent of gender, or race, or classification? 
3. Is the reporting of sexual harassment to a university office or official independent 
of ethnicity, or gender, or classification? 
4. Are the reasons students don't report sexual harassment independent of ethnicity, 
or gender, or classification? 
5. Are responses of students indicating they avoided taking a class from or working 
for a faculty member because of what they know or have heard about the faculty 
member regarding sexual harassment independent of ethnicity, or gender, or 
classification? 
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6. Are responses of students indicating they are aware of other students who avoided 
taking a class from or working for a faculty member because of what they know 
or have heard about the faculty member regarding sexual harassment independent 
of ethnicity, or gender, or classification? 
7. Are responses of students who indicated they were aware of the Clarence Thomas 
Supreme Court hearing and Anita Hill's testimony, and who indicated the 
hearings made them more aware of sexual harassment, independent of ethnicity, 
or gender, or classification? 
8. Are responses of students who indicated they were aware of the Thomas Supreme 
Court hearing and Anita Hill's testimony, and who indicated the hearings made 
them more or less likely to report an incident of sexual harassment independent 
of ethnicity, or gender, or classification ? 
Major Findings and Discussion 
1. A majority of the respondents considered six of the seven categories of 
behavior provided to them to be sexual harassment. The rank order (from highest to 
lowest) of percentages of respondents who considered the behavior to be sexual 
harassment were: sexual bribery (98.4%), physical advances (94.9%), sexual 
propositions (84.6%), sexual comments (74.6%), invitations (72.6%), and undue 
attention (71.3%). The seventh category, sexist comments, was considered to be a 
form of sexual harassment by only 47.4% of the respondents. 
When these responses were analyzed on the basis of gender, ethnicity, and 
classification of respondent, the following statistically significant differences were 
noted: 
a) greater proportion of women than men considered sexual comments, undue 
attention, invitations, and sexual propositions to be types of sexual harassment; 
b) greater proportion of African Americans more than whites believed that sexist 
comments were a form of sexual harassment; and 
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c) greater proportion of graduate students than undergraduate students thought that 
undue attention and invitations were definitions of sexual harassment. 
The results indicate that there is general agreement about behaviors considered to 
be sexual harassment independent of gender, ethnicity, and classification. The 
differences which existed were greatest between men and women, least between 
whites and African Americans. Graduates and undergraduates differed on just two 
behaviors considered to be sexual harassment. 
The results for men and women are generally consistent with previous research 
(Adams et al., 1983; Wilson & Kraus, 1983; Virella, 1989; Fitzgerald & Ormerod, 
1991). Women define more behaviors as sexual harassment than do men. Also, more 
women than men consider each type of behavior to be a form of sexual harassment. 
However, an apparent contradiction exists when comparing the results of men in the 
current study with the men in the Adams et al. (1983) study. In the current study 
14% more men consider sexist comments to be a type of sexual harassment. This 
appears to reflect an increased awareness or sensitivity by men, yet at the same time 
13% fewer men consider sexual propositions to be a form of sexual harassment, than 
reported by Adams et al. (1983). The definitions used for sexist comments and sexual 
propositions were identical in both studies although the samples studied were 
different. Because sexual propositions are generally agreed to be a more severe form 
of sexual harassment than sexist comments it might be reasonable to assume that an 
increased number of men would define sexual propositions as sexual harassment. It is 
not clear to the researcher why the perceptions about these two distinct types of 
sexual harassment may have changed in this way over time for men. 
The finding that more African Americans than whites believe sexist comments are 
a type of sexual harassment may indicate that African Americans are more aware of, 
or sensitive to, stereotypical and derogatory comments in general. Because it is likely 
that a higher percentage of African Americans than whites have experienced 
derogatory verbal comments in the past, they may be more willing to label verbal 
comments as a form of sexual harassment. Because whites are less often the focus of 
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negative stereotypical comments, they may be less sensitive than African Americans 
to the negative impact of sexist comments. Some white males reinforced this idea 
when they wrote additional comments in the survey which stated that sexist 
comments in the form of jokes are simply intended to be funny and that "everyone 
understands that." 
Differences found by academic classification may indicate that graduate students 
are more informed about the issue of sexual harassment. Additionally younger 
students may be more inclined to perceive undue attention and invitations as a form 
of flattery or academic interest rather than a form of harassment. A few written 
comments by graduate women suggested that they had experienced sexual harassment 
in the workplace prior to returning to school. Graduate women may have had a 
wider range of personal experiences than undergraduate women which helped them 
distinguish between positive attention and inappropriate behavior. 
Some comments written in the survey booklet regarding "sexist comments" said 
"it depends on the circumstances." Although there is widespread agreement that 
sexual bribery and physical advances constitute sexual harassment under any 
circumstance, there is less consensus about verbal behaviors. Some respondents appear 
to have considered the context in which the verbal comments were made when 
deciding whether or not they believed the behavior was sexual harassment. 
2. The sexual harassment behaviors experienced by the most respondents were 
sexist comments (40.5%), sexual comments (21.1%), and undue attention (13.5%). 
The other four types of sexual harassment, which are generally considered to be the 
most severe, were each experienced by less than 4% of the respondents. The current 
results are consistent with Adams et al (1983) in two ways: 1) sexist comments are 
the most frequently experienced form of sexual harassment, and 2) the most severe 
types of sexual harassment are experienced by very small percentages of students. 
A major difference in the outcome of the current study when compared with 
Adams et al. (1983) was that 17% fewer women reported that they had experienced 
sexist comments from faculty members. Williams et al. (1992) reported similar 
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reductions in sexual comments reported by women at the University of 
Massachusetts, at Amherst from 1983 to 1989. This change suggests that faculty 
members are less likely today than ten years ago to use sexist language toward 
women. Williams et al. suggest the changes may be the result of increased awareness 
and sensitivity because of sexual harassment information in educational publications. 
Or it may reflect a positive result of the implementation of a sexual harassment 
policy on campus. While the change represents an improvement for women, it is 
important to note than sexist comments are still experienced by nearly half the 
women surveyed. In addition, the percentages of men in this study who indicated 
they had experienced sexist comments (27.4%) remained the same as those reported 
by Adams et al. 
The following sexual harassment experiences were statistically significant when 
analyzed on the basis of gender, ethnicity, and classification of the respondents: 
a) Women more than men reported they had experienced sexist comments. 
b) Whites more than African Americans experienced sexist comments and sexual 
comments. 
c) Graduate students more than undergraduate students experienced sexist comments 
and sexual comments. 
Written comments from women indicated that sexism and sexist comments 
directed toward women are common in some academic departments. They also 
noted that some sexist comments heard in the classroom are made by students but go 
unchallenged by male professors, thereby condoning the behavior. 
There are a few possible explanations why whites may experience more sexist and 
sexual comments than African Americans. Because the majority of the professors at 
Iowa State University are white males it is possible that African Americans have less 
contact and interaction with their professors outside the classroom than white 
students, thereby limiting the possible exposure to sexual harassment. It is also 
possible that some white male professors are uncomfortable interacting with African 
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American students and may overcompensate by being more guarded in personal 
conversations. 
3. The methods used most frequently for dealing with sexual harassment were to 
1) ignore it and 2) talk about it with friends. Only 8.7% of the respondents who had 
experienced sexual harassment behavior indicated they had confronted the harasser. 
Only three respondents reported an incident of sexual harassment to a university 
official or office. The results are consistent with the research which reports that very 
few victims of sexual harassment file formal complaints. None of the victims of the 
most serious forms of sexual harassment in the Adams et al. (1983) study filed a 
complaint with a university official. 
Explanations for why sexual harassment was ignored were revealed by the three 
reasons given most often for not reporting sexual harassment: 1) "didn't think it was 
that serious," 2) "didn't think anything would be done," 3) and "not sure who to 
tell." The response "didn't think it was that serious" is consistent with other survey 
responses. A majority of respondents did not consider sexist comments to be a type 
of sexual harassment. A majority of respondents also indicated that sexist comments 
would offend them, but not interfere with their academic and career goals. Because 
sexist comments were the most frequently experienced form of sexual harassment it is 
possible respondents believe it isn't serious enough to report or confront. It would 
also be consistent with the research for women to believe sexist comments are part of 
normal life and are to be expected in a male dominated society. Written comments 
by freshman women stated that although they had not yet experienced sexual 
harassment they assumed it was simply a matter of time before they did. Their 
responses suggest that many women assume sexist behavior or comments are normal 
and to be expected. If that is the case then it might be logical to assume that 
"nothing would be done." 
Two reasons students did not report sexual harassment were statistically 
significant when analyzed by respondent classification. A significantly larger 
proportion of graduates than undergraduates responded that "fear of retaliation" and 
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"didn't think anything would be done" were reasons for not reporting sexual 
harassment. 
Graduate students concern about retaliation may be a reflection of their academic 
status. The literature notes (Sandler & Associates, 1981; Schneider, 1987) that often 
graduate students feel more vulnerable than undergraduates because they are very 
invested in their academic goals. They believe few options are available to them if 
they are confronted with sexual harassment. One female doctoral student wrote 
comments stating that she had ignored undue attention from members of her 
graduate committee in part because she was within a short time of completing her 
degree and "I just wanted to be finished and be out of there". Reporting sexual 
harassment might jeopardize relationships with faculty members upon whom one is 
dependent for achieving academic and career goals. A belief that "nothing would be 
done" may reflect a feeling of powerlessness with respect to faculty or a large 
institution. 
4. When asked what would happen if they made a report of sexual harassment in 
the future a sizable number of respondents (41.9%) indicated "not sure/did not think 
a report would be addressed." Similarly a majority of respondents (51.1%) doubted 
or did not think they would be taken seriously if they reported an incident of sexual 
harassment. A majority (57.4%) were unsure or did not think they would be 
believed. Finally 72.4% of respondents either were not sure or believed they would 
suffer retaliation if they reported an incident of sexual harassment. Gender, ethnicity, 
and classification differences which were statistically significant are: 
a) Women more than men believed; an incident of sexual harassment would not be 
addressed, they would be treated as if they caused it, and they would suffer 
retaliation. 
b) African Americans more than whites believed they would not be believed, be 
treated as if they caused it, not be taken seriously, and suffer retaliation. 
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c) Undergraduates were less likely than graduates to think they would be believed 
and that they would be taken seriously if they reported an incident of sexual 
harassment. 
Women, African Americans, and undergraduates may be more reluctant to report 
sexual harassment compared to their student counterparts for several reasons. 
Members of each of these three groups may feel too intimidated to challenge a faculty 
member who is in a more powerful position than them. The results suggest a lack of 
confidence in the official university system which handles formal sexual harassment 
complaints. The literature suggests that women have historically felt reluctant to 
come forward with sexual harassment and sexual assault complaints for fear of being 
blamed (Dziech & Weiner, 1990; MacKinnon, 1979). A written comment from a 
woman indicated that the experience of Anita Hill at the Clarence Thomas hearing 
reinforced the belief that they may be as likely to be investigated as the person they 
are accusing. 
African American students on a predominantly white campus may feel more 
distrustful of the power structure than whites students and thus question if they 
would be believed or treated as if they were the cause of the problem. The literature 
suggested that African American women may be more concerned with receiving 
social support than utilizing a formal justice system which has historically been unfair 
to women of color (Hunter College Women's Career Development Research 
Collective, 1988 cited in DeFour, 1990). 
5. Ten percent of all the respondents indicated they had avoided taking a class 
from or working with a faculty member because of what they knew or had heard 
about the faculty member regarding sexual harassment. There was a significantly 
larger proportion of women than men who avoided a faculty member. In addition, 
nearly a quarter of the respondents indicated they were aware of other students who 
had avoided taking a class from or working with a faculty member. Written 
comments from students supported the survey responses. Several students described 
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professors who had reputations for sexual harassment behaviors or negative attitudes 
toward women. 
These results were consistent with Adams et al. (1983) and indicate the negative 
impact sexual harassment has on the learning environment. Students, and particularly 
women are denied work and educational opportunities if they believe they must 
avoid a professor or a particular course in order to avoid sexual harassment. 
Avoidance can limit opportunities for internships, references, work or research 
experiences, mentoring relationships, and informal interactions which can be valuable 
to educational and career advancement (Sandler, 1990). A hostile environment is 
suggested when students would avoid a professor due to fear of sexually harassing 
behaviors. A statistic of 10% on a campus of 25, 000 students represents a large 
number of students who are choosing to limit, or believe they have no choice but to 
limit, their educational opportunities. 
6. The Clarence Thomas Supreme Court nomination hearing increased awareness 
levels and likelihood to report sexual harassment for some respondents. A 
significantly larger proportion of women than men, and undergraduates than 
graduates, indicated the Thomas hearing made them more aware of sexual 
harassment. Similarly, a significantly greater proportion of women than men 
indicated they were more likely to report sexual harassment because of the Thomas 
hearing. The results suggest that the attention and focus of a national news event had 
an impact on student attitudes. It is uncertain whether increased reporting of sexual 
harassment will result from a greater awareness of the issue. One woman said she 
was much more likely to report sexual harassment in the future because of Anita 
Hill's testimony. In contrast, another woman stated that the type of sexual 
harassment would have to be very severe before she would report it, for fear her 
personal character would be questioned. 
7. For each of the seven types of sexual harassment there was a sizable difference 
between perceived frequency of occurrence among friends and the actual amount of 
sexual harassment reported by respondents. Although 85.6% of the respondents 
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thought their female friends and acquaintances experienced sexist comments, only 
48.4% of the females in the study reported such experiences. Similarly 65.6% of the 
respondents thought their male friends and acquaintances experienced sexist 
comments although only 27.4% of the male respondents reported such experiences. 
More respondents believed friends experienced the less severe forms of sexual 
harassment (i.e., sexist comments) and fewer respondents believed friends experienced 
the more severe types of sexual harassment (i.e., sexual bribery). A possible 
explanation for the difference between perception of incidence and reported incidence 
is the previously noted coping behavior of students talking about their sexual 
harassment experiences with their friends. One incident may be talked about with 
many people resulting in several respondents being aware of the same situation. 
8. Respondents reported experiencing all seven types of sexual harassment 
behaviors from both male and female faculty members. Although respondents 
indicated that male faculty most frequently initiated all forms of behaviors, a third of 
the respondents reported sexist comments from female faculty members. Written 
comments by students mentioned situations in which female faculty members made 
derogatory comments in the classroom about men. A graduate woman noted that 
she had witnessed an increase in negative comments directed toward men, made by 
women in general. The finding that one third of the respondents experienced sexist 
comments from female faculty members is noteworthy. Mazer and Percival (1989) 
reported that men and women experienced similar amounts of sexual harassment and 
suggested "women may be coming to behave toward men as men have always 
behaved toward women, i.e., in a more sexually direct [and objectionable] manner" 
(p. 17). 
9. More women than men believed all types of sexual harassment would offend 
and interfere with their academic progress and career development. The more severe 
the behavior the greater the proportion of respondents who believed the behavior 
would both offend and interfere with academic progress and career development. A 
majority of women indicated that undue attention, invitations, physical advances. 
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sexual propositions, and sexual bribery would offend and interfere with their 
academic progress and career development. In contrast, a majority of men indicated 
that only physical advances and sexual bribery would both offend and interfere with 
their academic progress and career development. These results are consistent with 
Adams et al. (1983), which indicates that a wider range of sexual harassment 
behaviors negatively effect women than men. Also, a much greater percentage of 
women than men are reported to be negatively effected by sexual harassment. 
Overview of Written Comments 
Respondents were provided the opportunity to write comments at the end of the 
survey instrument. A wide range of responses were written by 127 of the 492 
participants. It is important to note that over a quarter of the respondents took time 
to give opinions about sexual harassment. An overview of the important themes 
respondents wrote about are presented below. 
Although it was not possible to analyze comments by respondents' gender, 
ethnicity, and classification, a few trends were noted. The comments are categorized 
as personal experiences of sexual harassment, general comments about sexual 
harassment, sexual harassment by peers, and reporting issues. 
Comments relating personal sexual harassment experiences included details of 
experiences, concerns about specific professors, and opinions about academic 
departments which they considered to be insensitive or hostile to women. The tenor 
of the comments suggested that the sexual harassment experiences were significant 
events for the students, causing them to feel anger and frustration toward professors. 
Although some of the incidents described had happened several years ago the 
experiences had a lingering negative emotional and psychological impact on the 
victims. Respondents also described sexual harassment experienced by their friends, 
which reinforced the finding that students talk about sexual harassment experiences 
with friends. The majority of the comments about personal experiences were 
reported by women. 
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Second, general comments about sexual harassment included conflicting opinions 
about the extent to which sexual harassment exists on campus. Responses from 
females suggested that the problem is more severe than many people realize and that 
sexual harassment is a "frequent" occurrence at the university. To the contrary, other 
respondents, primarily males, believed that the incidence of sexual harassment was 
exaggerated. Female respondents also indicated that subtle forms of sexual 
harassment such as sexist comments have a cumulative negative effect on the learning 
environment. A respondent noted that some of the sexist comments heard in the 
classroom were made by students. Such comments were not challenged by the 
faculty, which condoned the behavior. 
Third, respondents indicated that sexual harassment from other students is a more 
pervasive problem than sexual harassment from faculty members. In fact, several 
students recommended that future research on sexual harassment investigate sexual 
harassment by peers. The comments suggest that peer harassment is an issue which 
primarily affects women. Female teaching assistants also described negative 
experiences regarding sexual harassment by male students. 
Fourth, comments about reporting sexual harassment reinforced the finding in the 
study that many women are reluctant to file formal complaints of sexual harassment 
for fear of retaliation and concern their character would be questioned. One woman 
indicated that sexual harassment would have to be very severe before she would 
consider filing a report against a faculty member. Only two responses from men 
discussed reporting and both indicated they would be very reluctant to file a report. 
Comments indicated that students believe a power difference exists between them and 
faculty. Additionally there appears to be a combination of fear of professors and 
distrust that the institution would not believe a student who accuses a faculty 
member of sexual harassment. As a result students perceive there is a risk involved in 
reporting sexual harassment. It appears that most students who are victims of sexual 
harassment are not willing or able to take the risk of reporting. 
I l l  
Overall the comments by survey participants reflected serious thought to the issue 
of sexual harassment. The comments supported the survey finding that sexual 
harassment exists on campus and that for some students it offends and interferes with 
their educational progress. The comments also reflect gender differences with more 
women than men believing sexual harassment is a serious problem. Of the 
respondents who believed sexual harassment is not an important issue on campus the 
majority were men. The number of people who shared comments and the detailed 
information they provided suggests that students want to talk about their thoughts 
and feelings concerning sexual harassment. The comments also suggest that for some 
students the presence of some types of sexual harassment represents a "hostile 
learning environment." Finally, it was evident that students were reluctant to report 
sexual harassment, in part because of concern about how the institution will treat 
them. A lack of confidence in the institution appears to be based mostly on 
perception rather than personal experience. 
Conclusions 
The findings indicate that a majority of students consider all the categories of 
behaviors except sexist comments to be a form of sexual harassment. Generally, the 
more severe types of sexual harassment (e.g. sexual bribery, physical advances, sexual 
propositions) were experienced least frequently. Similarly, the more severe forms of 
sexual harassment were considered by the most respondents to both offend and 
interfere with academic progress and career development. Most students who 
experienced incidents of sexual harassment chose to ignore them rather than report 
them. Reasons students were reluctant to report sexual harassment included fear of 
retaliation, concern that nothing would be done, and doubts that they would be 
believed. 
When results were analyzed by gender, ethnicity, and classification of the 
respondents the most differences were noted in comparisons between men and 
women. More women than men define each behavior as sexual harassment. Higher 
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percentages of women than men experience sexual harassment. Greater proportions 
of women than men indicate all types of sexual harassment offend and interfere with 
their academic progress and career development. Women more than men alter their 
course selection, and thereby their educational opportunities, to avoid professors 
reputed to engage in sexual harassment. Women are more likely than men to believe 
they would suffer retaliation if they reported sexual harassment and be treated as if 
they caused it. 
White and African Americans had more similarities than differences in their 
perceptions of and experiences with sexual harassment. The most noticeable difference 
between the two groups involved the consequences of reporting sexual harassment in 
the future. With respect to reporting sexual harassment African Americans expressed 
greater reluctance than whites and were more concerned about how they would be 
treated and if they would be believed. 
Graduate students experienced more sexist comments and sexual comments than 
undergraduate students. Even so, undergraduates more than graduates expressed 
reluctance about reporting sexual harassment. More undergraduates than graduates 
wondered if they would be believed and taken seriously if they reported sexual 
harassment. 
Implications and Recommendations 
The findings indicated that a substantial number of students have experienced at 
least one form of sexual harassment behavior while a student at Iowa State 
University. Many of the behaviors students, particularly women, are exposed to 
offend and interfere with educational progress. Because of the reputation of some 
faculty members substantial numbers of women (13.6%) alter their educational plans 
and opportunities. The broader consequence of such avoidance may be to limit long 
term career opportunities of women. Clearly this situation should be remedied. 
More training and education is needed by the institution to: 1) prevent sexual 
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harassment from occurring, and 2) increase reporting of sexual harassment when it 
does exist. 
Prevention of sexual harassment must first focus on the offenders who are in 
positions of power, that is, faculty members. The President of the institution should 
direct the Personnel Office and the Provost's Office to provide the leadership for 
educating and all faculty members. Faculty members must be taught what constitutes 
sexual harassment, that it is illegal, and that it is detrimental to a positive learning 
environment. Faculty members must realize that sexist comments and other subtle 
forms of sexual harassment can have a cumulative effect of creating a hostile learning 
environment. The anger and frustration expressed by some respondents indicated that 
some faculty members may underestimate the impact condescending gender biased 
behaviors have on students. Dziech and Weiner (1990) noted that sexist behaviors 
by male faculty may subtly teach male students to be disrespectful or hostile towards 
women. Therefore male and female students become victims of sexual harassment 
through direct action and role modeling. It is apparent by the amount of sexist 
comments reported in the study that both male and female faculty members should 
be targeted for education. All faculty evaluation forms should address the issue of 
sexual harassment and sexism in the classroom. An evaluation form which provides 
on-going feedback to university departments would provide pertinent information to 
department chairpersons to monitor potential problems and focus educational and 
training programs where appropriate. Teaching assistants should also be included in 
educational efforts because they serve as role models for students and may become 
faculty members in the future. 
The literature indicated that ignoring a problem of sexual harassment rarely causes 
it to go away and frequently means the problem will become worse. The findings 
imply that more must be done by the institution to educate students about how to 
report sexual harassment. Because students are reluctant and perhaps afraid to report 
sexual harassment suggests that the problem will continue to exist. The university 
must demonstrate to students that retaliation will not be tolerated if they file a 
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sexual harassment complaint. Special attention should be given to ethnic minority 
and graduate students to reassure them of institutional support for reporting sexual 
harassment. Students must be convinced by those responsible for the faculty that 
reporting improper faculty behavior is not a risk but a means of strengthening the 
quality of the learning environment. 
Two approaches to increase student reporting should be considered. First, all 
students new to the institution should receive educational material which defines 
sexual harassment and explains reporting procedures. To demystify the issue for 
students information should be included which gives descriptive examples of sexual 
harassment students encounter. Examples of successful resolution to past incidents of 
sexual harassment should also be provided to give credibility to the institution 
commitment to eliminate sexual harassment. Summer orientation sessions and 
academic year orientation classes would be logical times to focus an educational 
effort. It is critical, due to the continuous turnover of students at the institution, that 
educational efforts be consistent and on-going. 
Second, the Student Affairs division should provide support for an institutional 
mission to eliminate sexual harassment. Because students indicated they discussed 
sexual harassment with their friends a logical educational approach would be a peer 
advocate program through such division areas as the Dean of Students Office, 
Department of Residence, Student Counseling Services, Minority Student Affairs, 
Greek Affairs. Peer advocates could be trained to provide educational programs to 
classes and campus organizations. Due to the personal nature of the problem an 
educational approach is needed which makes meaning of the formal university policy 
and definition of sexual harassment. A realistic training video which utilizes student 
and faculty role play demonstrations of sexual harassment scenarios students are 
likely to encounter could be an effective educational tool. Programs should focus on 
recognizing and confronting sexual harassment, reporting procedures and campus 
resources, and an explanation of an effective resolution process. An emphasis should 
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be made to develop programs which are inclusive of non-white students who may be 
particularly reluctant to come forward with complaints against faculty members. 
The literature and individual written comments suggested that peer harassment is 
an increasing problem. Men as well as women appear to be victims of sexism and 
sexual harassment. Dziech and Weiner (1990) noted that males also feel frustration 
and powerless when confronted with sexual harassment. Programs which attempt to 
educate faculty and students about sexual harassment should include a component 
about peer harassment. Students as well as faculty members can contribute to a 
hostile learning environment which limits educational opportunities and ultimately 
career development. 
Students indicated that they were most likely to report a future incident of 
sexual harassment to the Dean of Students Office, a Department Chairperson, or an 
Advisor. The university should be certain that the people most likely to receive 
reports of sexual harassment are properly trained to respond to the needs of 
students. Reporting officials or offices need to be educated on sexual harassment laws 
and policies, in addition to being aware of the probable reluctance and fear many 
victims may display. Each college within the university must take ownership for the 
elimination of sexual harassment in their area. 
There are several other issues beyond the purpose and scope of this study which 
merit attention. A "hostile working (and learning) environment" can be effected by 
all members of the university community. Sexual harassment and unequal treatment 
of individuals because of gender is not confined to the classroom or student-faculty 
relationships. A comprehensive sexual harassment education program must be 
inclusive of all staff members (merit and scientific and professional). Staff members 
should be included in education efforts because they may be both perpetrators and 
victims of sexual harassment. It is imperative that all supervisors be required to 
participate in sexual harassment education and training. It is not enough to simply 
know the written policy. Supervisors have a specific responsibility to maintain a 
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work environment free of harassment. Again, leadership is required from the 
Personnel and Provost's Offices to educate faculty and staff. 
Many undergraduate students and most graduate students do not live on campus 
and can be particularly difficult to reach with educational programs. Many graduate 
students are part time and thus may feel both vulnerable to sexual harassment and 
detached from the sources of potential assistance. Programming efforts through 
campus organizations or academic departments should be developed to reach those 
student populations. 
A longitudinal study is needed to assess student experiences with sexual 
harassment and sexist behavior over the duration of their college life. Such a study 
could serve to evaluate both the effectiveness of university policies and procedures 
and the impact of sexual harassment on the learning environment of students. 
Finally the institution, through leadership from the Provost's Office, should 
undertake an on-going assessment program to monitor changing issues of sexual 
harassment on campus. First, faculty members should be surveyed to determine their 
understanding and perceptions of sexual harassment issues and policies. Second, 
underrepresented student groups in addition to African Americans, including 
international students, Hispanic, Asian, Native American, gay, lesbian, and bi-sexual 
students should be surveyed to ascertain their understanding and perceptions of the 
issue. Third, a qualitative research study designed to identify methods of empowering 
victims to confront and report sexual harassment is needed. Because of the personal 
nature of sexual harassment, a qualitative study could provide an in depth 
investigation of the emotional and psychological dynamics of sexual harassment. 
Victims should be interviewed to better understand what they need and want to have 
happen following an incident of sexual harassment. The process of a qualitative study 
could be supportive of participants who have been sexual harassment victims. 
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APPENDIX A: HUMAN SUBJECTS COMMITTEE APPROVAL FORM 
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Last  Name of  Pr incipal  Invest igator  Gruenewald 
Checklist for Attachments and Time Schedule 
The following are attached (please check): 
12.1^ Letter or wriaen statement to subjects indicating clearly: 
a) purpose of the research 
b) the use of any identifier codes (names, #'s), how they will be used, and when they will be 
removed (see Item 17) 
c) an estimate of time needed for participation in the research and the place 
d) if applicable, locadon of the research activity 
e) how you will ensure confidentiality 
f) in a longitudinal study, note when and how you will contact subjects later 
g) participation is voluntary; nonparticipation will not affect evaluations of the subject 
13. G Consent form (if applicable) 
14. [j Letter of approval for research from cooperating organizations or institutions (if applicable) 
15..3 Data-gathering instruments 
16. Anticipated dates for contact with subjects: 
First Contact Last Contact 
17. If applicable: anticipated date that idendfiers will be removed from completed survey instruments and/or audio or visual 
tapes will be erased: 
Oct 19, 1992 OCT 27, 1992 
.Mor.th / Day / Year Month / Day / Year 
.Month / Day / Year 
IS. Signature of Departmental E.tecudve Deparnnent or .Administradve Unit 
/ i • • 
19. Decision of the University/ Human Subjects Review Committee: 
^ Project Approved Project Not Approved No Acdon Required 
Name of Committee Chairre^on 
^  =  t r ' ' c i â  M .  ' < g - - . h  
Chairperson 
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APPENDIX B: SURVEY INSTRUMENT 
A Note to Respondents 
Because there is only limited agreement about what constitutes sexual harassment, seven 
categories ol behavior which may constitute sexual harassment have been identified. 
These seven categories, along with illustrative examples, are listed below. Please refer to 
these categories and examples when completing the survey. 
Category Examples 
sexist comments comments or jokes that are stereotypical or derogatory to 
memtiers ol one sex 
sexual comments unwanted jokes, questions, teasing or remarks that are 
sexual in nature; inquiries of sexual behaviors or values 
undue attention sexually suggestive k)oks or gestures; leaning over; leering 
at one's body; cornering 
invitations unwanted, repeated pressure for personal dates; pressure 
for personal letters or phone calls; individual Invitation to 
one's apartment or house, where sexual expectations are 
not stated 
sexual propositions dear invitations for sexual encounter but containing rx> 
threat or promises 
physical advances kissing, hugging, pinching, fondling, patting, grabbing 
sexual bribery explicit sexual propositions whteh Include or strongly imply 
promises of rewards for complying (e.g., higher grades, 
better recommendations) and/or threats of punishment for 
refusing (e.g., lower grades, poorer recommendations) 
For purposes ol this study, the term "faculty member" refers to professors, 
leaching assistants. Instructors, academic advisors, and deparlmeni chairper­
sons. 
All questions except numbers 10-13,21,22,24, and 27, are taken from "Sexual 
Harassment of Students at Iowa State University' @ 1982 ISU Research Foundation. 
Page 2 
Directions: All questions In the survey refer lo behavior by laculty toward students 
while at Iowa State University. Please circle Ihe number thai most closely 
corresponds lo your answer. 
1. Which, if any, of the following categories do you consider to be sexual harassment? 
YES,mS NO, IT IS NOT NOT SURE 
a) sexist comments 1 2 3 
b) sexual comments 1 2 3 
c) undue attention 1 2 3 
d) Invitations 1 2 3 
e) sexual propositions 1 2 3 
0 physkal advances 1 2 3 
g) sexual bribery 1 2 3 
K» 
oo 
2. How frequentiy do you think your female student friends and aquaintances at ISU 
have experienced such behavbr from faculty members? 
ONCEOR A 
NEVER FEW TIMES MANY TIMES 
a) sexist comments 1 2 3 
b) sexual comments 1 2 3 
c) undue attention 1 2 3 
d) Invitations 1 2 3 
e) sexual propositions 1 2 3 
f) physical advances 1 2 3 
g) sexual bribery 1 2 3 
Page 3 
3. How frequently do you think your male student friends and acquaintances at ISU 
have experienced sudi behavior from faculty members? 
ONCE OR A 
NEVER FEW TIMES MANY TIMES 
a) sexist comments 1 2 3 
b) sexual comments 1 2 3 
c) undue attentkin 1 2 3 
d) Invitations 1 2 3 
e) sexual propositions 1 2 3 
f) physical advances 1 2 3 
g) sexual bribery 1 2 3 
4. Have you personally experienced any of the following tiehavior by ISU faculty 
members while you were a student at ISU? 
ONLY SEVERAL 
NEVER ONCE TIMES MANY TIMES 
a) sexist comments 1 2 3 
b) sexual comments 1 2 3 
c) undue attention 1 2 3 
d) invitations 1 2 3 
e) sexual propositions 1 2 3 
0 physical advances 1 2 3 
g) sexual bribery 1 2 3 
If you answered "NEVER" lo ALL Items (letters a. through g.) In Question 4, p 
skip to Question 13. 
ase 
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FACULTY 5 FACULTY 
a) sexist comments 
b) sexual comments 
c) undue attention 
d) invitations 
e) sexual propositions 
f) physical advances 








6. For any of the behavkirs you have experienced as an ISU student, what was the 





FEMALE BOTH MALE 
ONLY AND FEMALE 
a) sexist comments 
b) sexual comments 
c) undue attentmn 
d) invitations 
e) sexual propositions 
f) physical advances 
g) sexual biitiery 
Pages 
7. Il you personally have experienced sexual harassment by a (acuity member as 
defined by any of the seven categories listed on page 2. what was the primary 
academic relationship between you and the faculty member(s) at the time of the 
incidenl(s)7 (Cirde af/that apply) 
OTHER 
(please 
NEVER DEPT. specify 
HAP- GRAD CHAIR- In 
PENED PROF. T.A. ADVISOR PERSON margin) 
a) sexist comments 1 2 3 S 6 
b) sexual comments 1 2 3 5 6 
c) undue attention 1 2 3 5 6 
d) invitations 1 2 3 S 6 
e) sexual propositions 1 2 3 5 6 
f) physical advances 1 2 3 5 6 
g) sexual bribery 1 2 3 5 6 
8. If you have ever fell sexually harassed at ISU, when did the most recent sexual 
harassment occur? 
1= Prior to enrolling in the course 4= Person was not my Instructor 
2= While enrolled In the course 5= Other: 
3= After the course was completed (pleasa speafy) 
9. If you have ever felt sexually harassed at ISU, with what college(s) was the faculty 
member(s) assodated? (Circle «//that apply) 
1= Agriculture G= Family and Consumer Sciences 
2= Business 7= Liberal Arts and Sciences 




10. If you have ever felt sexually harassed at ISU, what did you do? (Cirde all that 
apply) 
1= Confronted the harasser G= Filled out bias Incident report form 
2= ignored it 7= Reported It to: 1 
3= Taiited about It with friends (oHha) 
4= Kept It to myself 8= Other: 
5= Talked about it with family (pleasa speafy) 
'If you reported it, skip to Question 12. 
11. If you have ever felt sexually harassed but dU not report it, why not? (Cirde all that 
apply) 
1= i didn't think I'd be believed 6= Didn't think anything would b« 
done 
2= Not sure who to tell 7= Not sure it would Im kept 
confidential 
3= Too embarrassed 8= Thought It would lake too much 
time and effort ^ 
4= Didn't want to hurt the harasser 9= Didn't think It was that serious o 
5= Fear of retaliation 10= Other: 
(please specify) 
If you have not reported a case of sexual harassment, skip to Question 13. 
12. How satisfied were you with how your report of sexual harassment was handled? 
VERY VERY 
SATISFIED SATISFIED NEUTRAL DISSATISFIED DISSATISFIED 
i 2 3 4 5 
13. In the future, to whom, if anyone, would you report an incident of sexual harassment 
(as delined by any of the categories on page 2) by a faculty member? (Cirde all 
that apply) 
1= 1 Would Not Report it 7= Affirmative Action Office 
2= Advisor 8= Dean of Students Office 
3= Department Chairperson 9= Women's Center 
4= Minority Student Affairs Office 10= Another Faculty Member 
5= Residence Hall Staff Person 11= Other: 
6= Greek Housing Official (please specify) 
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14. In tha futura, if you wara lo report an incident of sexual fiarassment (as defined by 
any of the categories on page 2) by a faculty member, wfiat do you think would 
happen? 
STRONGLY NOT STRONGLY 
AGREE AGREE SURE DISAGREE DISAGREE 
a) It would be 1 2 3 4 S 
addressed 
b) I would be believed 1 2 3 4 5 
c) I'd be treated as if I 1 2 3 4 5 
caused it 
d) I'd t>e taken seriously 1 2 3 4 5 
e) I'd suffer retaliation 1 2 3 4 5 
13. In tha future, if you were to report an incident of sexual harassment (as defined by 
any of the categories on page 2) by a faculty member, what do you think wouM 
happen to the person you were reporting? 
STRONGLY NOT STRONGLY 
AGREE AGREE SURE DISAGREE DISAGREE 
a) Nothing 1 2 3 4 5 
b) An investigation of 1 2 3 4 5 
the report would 
c) The faculty member 
would be warned not 
to continue such 
behavior 
d) A report would be put 
in tha faculty 
member's file 
e) The faculty member 
would be suspended 
or fired 
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16. If you ware to encounter the following behavnrs by a faculty memljer, which, if any, 
do you feel would offend you and/or interfere with your academic progress and 
career development? 
NOT 
OFFEND OFFEND NOT OFFEND OFFEND 
AND NOT BUT NOT BUT AND 
INTERFERE INTERFERE INTERFERE INTERFERE 
a) sexist comments 
b) sexual comments 
c) undue attention 
d) Invitations 
e) sexual propositions 
I) physical advances 















17 a). Have you ever avoided taking a dass from or 
working with an ISU faculty member because of 
what you knew or had heard about the person 
regarding sexual harassment (as defined by any 
of the seven categories on page 2)? 
b). Are you aware of other students who have 







18. As an ISU student, have you offered sexual favors In 
exchange lor a better grade? 
YES NO 
19. Bek)w Is a list of statements about aspects of student-faculty relattonshlps. By 
drcling a number for each statement, indicate the extent to which you agree or 
disagree with each statement 
STRONGLY NOT 
AGREE AGREE SURE 
STRONGLY 
DISAGREE DISAGREE 
a) Joking and talking 
about sexual matters 
occur frequently In 
the dassroom 
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STRONGLY NOT STRONGLY 
AGREE AGREE SURE DISAGREE DISAGREE 
b) Many maJe faculty 1 2 3 4 5 
members give a 
preference to 
attractive female 
students in awarding 
grades 
c) Many female faculty 1 2 3 4 5 
members give a 
preference to 
attractivce male 
students in awarding 
grades 
d) Many females would 1 2 3 4 S 
consider sexual 
advances by a 
faculty member to be 
a compliment 
e) Graduate students 1 2 3 4 5 





f) Graduate teaching 1 2 3 4 5 
assistants are more 
likely to make sexual 
advances to 
students than are 
professors 
g) It a female student is 1 2 3 4 5 
asked by an instruc­
tor to engage in 
sexual relations, it's 
probably because 
she did something to 
encourage it 






thing to prevent it 
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STRONGLY NOT STRONGLY 
AGREE AGREE SURE DISAGREE DISAGREE 
19. i) Consenting sexual 
relattonships 
between a student 
and a teacher are 
professtonally 
inappropriate 
j) Encouraging a 
faculty member's 
sexual interest is 
frequently used by 
female students to 
get better grades 
14 Encouraging a 
faculty member's 
sexual interest is 
frequently used by 
male students to get 
better grades 
I) Many female 
students would be 
afraid to resist 
sexual advances 
from male faculty 
members 
m) Most female 
students would be 
reluctant to report a 
case of sexual 
harassment 
n) Most male students 
would be reluctant to 
report a case of 
sexual harassment 
o) The amount of 
sexual harassment 
at ISU is greatly 
exaggerated 
p) It is only natural for a 
male faculty member 
to make sexual 
advances to a 
female student he 
finds attractive 
1 2 3 4 5 
1 2 3 4 5 
w 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
Page 11 
20. a) As an I3U student, liave you ever dated one or more YES NO 
of your instructors? Ï 2~ 
II YES: b) Who lirst initiated these dates? (Circle one) 
INSTRUCTOR WE BOTH 
I DID DID DID 
^ 2 3 
c) When did the dates occur? (Circle all that apply) 
PRIOR TO WHILE 
ENROLLING ENROLLED AFTER COURSE 
IN COURSE IN COURSE WAS COMPLETED 
- - 3 
21. Think about the Clarence Thomas Supreme Court nomination hearing In which 
Anita Hill testified he sexually harassed her: 
3= NOT SURE a) Are you aware of it? 1= YES 2= NO 
(if HO, skip to question 22) 
b) Who did you believe? 1= THOMAS 2= HILL 
c) Did it make you more 1= YES 2= NO 
aware of the existence 
ol sexual harassment? 
d) Whatelfect,ifany,did 1= MORE 2= LESS 
the hearings have on LIKELY LIKELY 
whether you would 





3= NO EFFECT 
22. Have you ever received educational material regarding YES NO 
sexual harassment while at ISU? • ï 2~ 
II YES, from where: (Circle «//that apply) 
1= Dean ol Students Office 6= Women's Center 
2= Residence Halls 7= Greek Organization 
3= Affirmative Action Office 8= In a class 
4= YWCA 9= Other: 
5= Yes, but don't remember where (please spedly) 
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Please provide the following information about yourself: 
23. Year in school (please circle one): 
FRESH. SOPH. JUNIOR SENIOR GRAD. SPECIAL 
i 2 3 4 5 6 
24. Your primary college (please circle one): 
Is Agriculture 6= Family and Consumer Sciences 
Z= Business 7= Liberal Arts and Sciences 
3= Design - 8= Veterinary Medicine 
4a Education 9= Graduate 
5s Engineering 
Gender (please circle one): MALE FEMALE 
26. Age (please circle one): 
1= IB and under 
2= 19-22 
3= 23-30 
4= Over 30 
27. Ethnkily (please circle one): 1= American Indian or Alaska Nallvo 
2= Black, non-HlspanIc 
3= White, non-HlspanIc 
4= Asian or Pacific Islander 
5= Hispanic 
If you would like, feel free to write comments on the next two pages. 
Postage for this survey is prepaid; please tape it shut and drop it in the U.S. or campus mail. 
Thank You For Your Cooperation 
Page 13 
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APPENDIX C: COVER LETTER 
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IOWA STATE UNIVERSITY 
October 19, 1992 
Professional Studies in Education 
Higher Education Section 
Iowa State University 
N232 Lagomarcino Haii 
Ames, lA 50011 
phone (515)294-9550 
FAX (515)294-4942 
Dear Iowa State University Student: 
I am doing a study of sexual harassment of male and female graduate and 
undergraduate students by faculty on the ISU campus for my doctoral 
dissertation. Your participation in this survey will make a valuable 
contribution towards understanding the amount and type of sexual 
harassment taking place on this campus and will assist in making 
suggestions for policy changes and services. 
Your participation in this study is voluntary. To guarantee anonymity no 
coding or identification system is being used. While this ensures 
confidentiality, it also means I have no way to contact those individuals 
who do not return the survey. Please take 15 minutes now to complete the 
survey. 
Once completed, the stamped survey can simply be taped shut and put in 
campus or U.S. mail. Please return the completed survey by October 
27,1992. Results of the survey will be made available upon your request. 
I greatly appreciate your cooperation in this important project. If you 
have any questions please feel free to contact me at 294-5163. 
Sincerely, 
Douglas K. Gruenewald 
Doctoral Candidate 
Department of Professional Studies 
Dean of Students 
136 
APPENDIX D: LETTER OF SUPPORT 
137 
IOWA STATE UNIVERSITY Giadiuitc Collciic Assistant Dean 
301 Beardshear Hall 
Ames, Iowa 50011-2020 
515 294-1084 
O F  S C I E N C E  A N D  T E C H N O L O G Y  
October 15,1992 
Dear Students: 
Doug Gruenewald, a former student of mine and an employee of Residence at 
ISU, is conducting a survey on sexual harassment. This project is for partial 
fulfillment of his doctoral dissertation. Sexual harassment is a very important topic 
which has the potential to hinder the growth and development of students on a 
college campus. 
I am asking you to support Mr. Gruenewald by completing the survey which you 
will be receiving soon. Your response is very much needed if we are to get a true 
picture of sexual harassment on the campus of Iowa State University. 
Thank you for your cooperation. 
Sincerely, 
George A. Jacksbn 
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APPENDIX E: FIRST POSTCARD REMINDER 
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Dear ISU Student, 
I recently sent you a survey of student perceptions of sexual harassment on the 
ISU campus. Because the surveys were not coded I am sending everyone a follow-
up. If you have already returned the survey I would like to thank you very much 
for your valuable assistance. If you have not yet completed the survey I would 
appreciate you doing so by November 4. If you have misplaced the survey you 
may obtain another one at any residence hall complex office, the Dean of Students 
Office, the Minority Student Affairs Office, or by calling me at 294-5163. Again, 




Department of Professional Studies 
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APPENDIX F: SECOND POSTCARD REMINDER 
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Dear ISU Student, 
At the end of October I sent you "A Survey of Student Perceptions of Sexual 
Harassment at Iowa State University" as part of my doctoral dissertation 
research. A high return rate is very important for research on the issue of sexual 
harassment. 
If you have not yet returned the survey I would like to make a final request 
that you do so now. If you have misplaced the survey please contact me 
Monday through Friday, 8am-5pm, at 294-5163 or weekends and 
evenings at 232-3168 and I will send you another one. 
Thank you for your cooperation with this important project. 
Sincerely, 
Douglas K. Gruenewald 
Doctoral Candidate 
Department of Professional Studies 
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APPENDIX G: 1981 UNIVERSITY COMMITTEE ON 
WOMEN SURVEY INSTRUMENT 
143 
• ear ISU Student: 
Recently, what has been referred to as "sexual harassment" has received nationwide attention. While most 
discussions have be«n related to employment situations, educational institutions are also concerned about the 
extent to which sexual harassment occurs in academic environments In order to develop policies to discourage 
It. 
In an effort to learn more about such harassment on this campus, Iowa State University's Committee on Women 
has developed the attached questionnaire. The Committee on Women is appointed by the Office of Academic 
Affairs and charged with making policy recommendations to Vice President Christensen. 
To help the Committee, we request that you take about 20 minutes to complete this questionnaire. By doing so, 
you will help us obtain an accurate assessment of the extent to which sexual harassment of students by faculty 
members occurs on this campus, the forms of such harassment, and student attitudes toward such behavior. 
We are interested in obtaining this information from both male and female students and from those who have not, 
as well as those who have, experienced sexual harassment. Because this questionnaire is being sent to only a 
small, randomly selected sample of students, it is important that we obtain a high response rate. 
Your participation in the study is voluntary, and the questionnaire respondents will be anonymous. While this 
ensures confidentiality, we have no way of recontacting those who fail to return the survey. We hope you agree 
that our efforts are important to both students and to the University and will promptly complete and return the 
questionnaire. We would appreciate receiving your questionnaire within a week; if this is not possible, please 
return it as soon as you can. When you have completed the questionnaire, please put it in the enclosed addressed 
envelope and drop it In a U.S. mail box ; the postage Is pre-paid. 
If you have any questions about the study or wish to receive a summary of the results, please write or call 
Jean Adams, Dept. of Economics, 275 East Hall (290-7395). Thank you very much for your help. 
Sincerely, 
ùJ. 
Jean W. Adams, Chair 
University Committee on Women 
NTROOUCTION 
Because there Is only limited agreement on what is sexual harassment^ we have identified .eigfit categories of 
behavior which may constitute sexual harassment. These eight categories, along with illu3t1*at^e examples, 








explicit sexual propositions 
sexual bribery 
Examples 
Jokes or remarks that are stereotypical or derogatory to members of one sex 
flirtation; being overly helpful, too friendly, or too personal,, but short of 
sexual inquiries 
general verbal expressions of sexual interest; inquiries of sexual values or 
behaviors, but short of a proposition 
leering at one's body; standing too close 
personal invitations for dates or to one's house or apartment, but where 
sexual expectations are not stated 
kissing, hugging, pinching, fondling 
clear Invitations for sexual encounter but containing no threats or promises 
explicit sexual propositions which Include or strongly imply promises of 
rewards for complying (e.g., higher grades, better recommendations) and/ 
or threats of punishment for refusing (e.g., lower grades, poorer recom­
mendations] 
For purposes of this study, let the term "faculty member" refer to professors, teaching assistjh'ts, instructors, 
academic advisors, and department chairpersons. ' ' 
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Directions: Please circle the number that moat closely corresponds to your answer. 
1 .  When directed towards a student by a faculty member, which, if any, of the following categories do you 
consider to be sexual harassment? 











verbal sexual advances . . 
body language 
Invitations 
physical advances .... 


















How frequently do you think most female and male students at ISU experience such behavior from faculty 
members of the opposite sex? (For each category, circle one number for female students and one number 




ONCE OR A FEW 
TIMES A YEAR A YEAR 
a] sexist comments . . 1 2  
b) undue attention . . 1 2  
c) verbal sexual 
advances 1 2  
d) body language . . . 1 2 
e) Invitations 1 2 
n  physical advances . 1 2 
g i  explicit sexual 
propositions . . . . 1 2 
h) sexual bribery . . . 1 2 
3. How frequently has such behavior by ISU faculty members been directed toward you personally? 
MALE STUDENTS 
ONCE OR A FEW 
















verbal sexual advances . . 
body language 
invitations 
physical advances .... 
































4. By approximately how many different ISU faculty members have you personally experienced such be­
havior? 
FROM NO FROM ONE FROM SEV- FROM MANY 
FACULTY FACULTY ERAL (2-5) (more than 5) 
MEMBERS MEMBER FACULTY FACULTY 
a) sexist comments 
b) undue attention 
c) verbal sexual advances . . 
dl body language 
e) invitations 
f) physical advances .... 
g) explicit sexual propositions 










For any of the behaviors you have experienced as an ISU student, what was the sex of the faculty mem­
ber or members involved? BOTH MALE 
MALE ONLY FEMALE ONLY AND FEMALE 










verbal sexual advances . . 
body language 
Invitations 
physical advances .... 


















If you were to encounter the following behaviors by a faculty member of the opposite sex, which. If any, 




a) sexist comments . . . . 
b) undue attention . . . . 
c) verbal sexual advances . 
d) body language 
e) Invitations 
f) physical advances . . . 
g) explicit sexual advances 


































7. If you personally have experienced physical advances, explicit sexual propositions, or sexual bribery 
by a faculty member, what was the primary academic relationship between you and the faculty member 
(or members) at the time of the Incident (or incidents)? (Circle al^ that apply.) 
CRAD. STU-
PROFESSOR/ DENT TEACH- ACADEMIC 
TEACHER INC ASST. ADVISOR 
physical advances 














8. Below Is a list of statements about aspects of student-faculty relationships. By circling a numbei 
each statement. Indicate the extent to which you agree or disagree with each statement. 
for 
f) Graduate teaching assistants are 
more likely to make sexual advances 
to students than are professors 
STRONGLY 
AGREE 
a) Joking and talking about sexual mat­
ters occur frequently In the classroom 
b) Many male faculty members give a 
preference to attractive female stu­
dents In awarding grades 
c) Many female faculty members give a 
preference to attractive male stu­
dents In awarding grades 
d) Many female students would consider 
sexual advances by a male faculty 
member to be a compliment 
e) Graduate students are more likely 
to experience sexual harassment 













g) If a female student Is asked by an 
Instructor to engage In sexual rela­
tions, It's probably because she did 
something to encourage It 
h) Female students who experience sex­
ual advances from faculty members 
should have done something to 
p r e v e n t  I t  » • • • • • • • • • • • •  
i) Consenting sexual relationships 
between a student and a teacher 
are professionally Inappropriate . . 
j) Encouraging a faculty member's 
sexual interest is frequently used by 
female students to get better grades 
k) Encouraging a faculty member's 
sexual Interest Is frequently used by 
male students to get better grades . 
n Many female students would be 
afraid to resist sexual advances 
from male faculty members 
m) Most female students would be re­
luctant to report a case of sexual 
harassment to an administrator . . . 
n) Most male students would be re­
luctant to report a case of sexual 
harassment to an administrator . . . 
o) The amount of sexual harassment 
(of any kind) at ISU Is greatly 
exaggerated , 
p) It is only natural for a male faculty 
member to make sexual advances to 
a female student he finds attractive . 
9. Have you ever avoided taking a class from or working with an ISU faculty member whom you knew or 
had heard made sexual advances to students? YES NO 
10. As an ISU student, have you offered sexual favors in exchange for a better grade? YES 
NO 
n. To whom, if anyone, would you report an incident of physical advances, explicit sexual propositions, 
or sexual bribery by a faculty member? (Check all_ that apply.) 
I WOULD NOT REPORT IT 
ADVISOR 
DEPARTMENT CHAIRPERSON 
ANOTHER FACULTY MEMBER 
HALL ADVISOR OR HOUSE " 
'MOTHER 
AFFIRMATIVE ACTION OFFICER 
OFFICE OF STUDENT LIFE 




12. If you were to report an incident of physical advances, explicit sexual propositions,or sexual bribery 
by a faculty member, what do you think would happen to you? (Check ^ that apply.) 
I'D BE TOLD THAT IT WOULD BE ADDRESSED. 
I WOULDN'T BE BELIEVED. 
I WOULD BE TREATED AS IF I DID SOMETHING TO CAUSE IT. 
I WOULD BE TOLD TO IGNORE IT AND NOT TAKE IT SERIOUSLY. 





13. If you were to report an incident of physical advances, explicit sexual propositions, or sexual bribery 
by a faculty member, what do you think would happen to the person you were reporting? 
NOTHING . 
THE FACULTY MEMBER WOULD BE WARNED NOT TO CONTINUE SUCH BEHAVIOR. 
THE FACULTY MEMBER WOULD BE SUSPENDED OR FIRED. 
A REPORT WOULD BE PUT IN THE FACULTY MEMBER'S FILE. 
OTHER; 
(please specify) 
m. An an ISU student, have you ever dated one or more of your teachers? YES ______ NO _____ 
If yes: a] Who first initiated these dates? (check one) I DID 
THE TEACHER DID 
WE BOTH DID 
b) When did the dates occur? PRIOR TO ENROLLING IN THE COURSE 
(Check all that apply.) 
WHILE ENROLLED IN THE COURSE 
AFTER THE COURSE WAS COMPLETED 
15. If you have experienced physical advances, explicit sexual propositions, or sexual bribery by a fac­
ulty member at Iowa State University, 
a) with what department or departments were the faculty members associated? 
b) when did the harassment occur? PRIOR TO ENROLLING IN THE COURSE 
WHILE ENROLLED IN THE COURSE 
AFTER THE COURSE WAS COMPLETED 
THE PERSON WAS NOT ONE OF MY TEACHERS 
c) what actions. If any, did you take? 
Please provide the following Information about yourself: 
IS. Year in school (please check one): 
17. Academic major (please specify) : 
18. Sex (piMse check one): MALE 
19. Age (pl^se specify): 
2^ Marital status (please check one) : 
If you would like, feel free to write comments on the back of the cover letter. 
Please put the completed questionnaire in the enclosed addressed envelope 
and drop it In the U.S. mail. 
THANK YOU FOR YOUR COOPERATION 
FRESHMAN SOPHOMORE JUNIOR 
SENIOR GRADUATE STUDENT SPECIAL 
FEMALE 
SINGLE (NEVER MARRIED) MARRIED 
DIVORCED. SEPARATED OR WIDOWED 
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APPENDIX H: REESOR SURVEY INSTRUMENT 
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Introduction to Survey 
In 1983, Iowa State University adopted the current policy statement prohibiting sexual 
harassment of employees or students. This policy defines sexual harassment as "any attempt to 
coerce a person into a sexual relationship or to subject a person to any unwanted sexual attention or 
to punish a refusal to comply with sexual demands. Sexual harassment may consist of requests or 
demands for sexual favors, unwelcome physical advances, or conduct (verbal or physical) of a sexual 
nature that is intimidating, demeaning, hostile, or offensive. Whether a specific incident constitutes 
sexual harassment is not always clear-cut. Some behaviors — such as a demand for sexual favors in 
exchange for a promotion or a better grade — are clearly prohibited, and one sucii incident shall be 
grounds for disciplinary action. Other behaviors — such as touching or joking in a sexual manner — 
are inappropriate behaviors and may constitute sexual harassment if the behavior persists despite an 
Indication by the recipient that it is unwelcomed" (ISU Faculty Handbook, 1984, p. 17). 
Often sexual harassment is viewed as a variety of behaviors that fall along a continuum. For 
the purpose of this study, eight categories of behavior have been identified which may constitute 
sexual harassment. These eight categories and descriptions are listed below. Please refer to these 










comments or jokes that are stereotypical or derogatory to members of one 
sex 
unwanted jokes, questions, teasing, or remarks that are sexual. In nature; 
inquiries of sexual behaviors or values 
sexually suggestive looks or gestures; leaning over; leering at one's body; 
cornering 
unwanted, repeated pressure for personal dates; pressure for personal 
(non-professional) letters or phone calls 
kissing, hugging, pindiing, fondling, patting, grabbing 
clear invitations for sexual encounter but involving no threats or promises 
explicit sexual propositions which include or strongly imply job-related 
rewards or punishments 
sexual assault actual or attempted rape 
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APPENDIX I: IOWA STATE UNIVERSITY RESEARCH 
FOUNDATION PERMISSION 
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IOWA STATE UNIVERSITY Z 2 
O F  S C I E N C E  A N D  T E C H N O L O G Y  g i g  2 9 4 - 4 7 4 0  
Iowa State University Research Foundation, Inc. ^94-0778 
November 10, 1992 
Mr. Doug Gruenewald 
Towers Complex Manager 
CI 265 Wallace Wilson 
Iowa State University 
Ames, Iowa 50011 
Dear Mr. Gruenewald: 
This letter is sent as a written confirmation to my verbal permission for you to 
use the questionnaire section of the 1982 publication titled Sexual Harassment 
of Students at Iowa State Universitv . The Iowa State University Research 
Foundation, Inc., owns the copyrights to this publication and grants this 
permission on the following conditions: 
- the questionnaire will be used in your survey titled "A Survey of Student 
Perceptions of Sexual Harassment at Iowa State University" for completion 
of your doctoral dissertation substantially in the form presented to me on 
October 2, 1992; 
- approximately 1700 surveys will be mailed which incorporate ISURF's 
questionnaire; 
- your final survey will not be sold; and 
- ISU credits and ISURF's copyright ownership will be acknowledged on 
your survey. 






APPENDIX J: RESEARCH QUESTION RESULTS WHICH 
WERE NOT STATISTICALLY SIGNIFICANT 
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Table Jl: Chi Square Results of Research Questions Which Were Not Statistically 
Significant 
Chi Square Degrees of 
Value Freedom Probability 
Research Question 1 
Behavior considered to be sexual harassment analyzed by gender 
i. sexist comments 1.109 1 .292 
ii. physical advances .314 1 .678 
iii. sexual bribery .172 1 .678 
Behavior considered to be sexual harassment analyzed by ethnicity 
i. sexual comments .482 1 .487 
ii. undue attention 1.058 1 .304 
iii. invitations .620 1 .431 
iv. sexual propositions .275 1 .600 
V. physical advances 1.346 1 .246 
vi. sexual bribery 2.865 1 .090 
Behavior considered to be sexual harassnient analyzed by classification 
i. sexist comments 1.550 1 .213 
ii. sexual comments .344 1 .557 
iii. sexual propositions 2.679 1 .102 
iv. physical advances .452 1 .501 
v. sexual bribery .002 1 .965 
Research Question 2 
A, Sexual harassment experiences analyzed by gender 
i. sexual comments 3.700 1 .056 
ii. undue attention 3.444 1 .063 
iii. invitations .015 1 .902 
iv. sexual propositions .529 1 .467 
V. physical advances .043 1 .836 
vi. sexual bribery .075 1 .784 
Table J1 (continued) 
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Chi Square Degrees of 
Value Freedom Probability 
B. Sexual harassment experiences analyzed by ethnicity 
i. undue attention 1.138 1 .286 
ii. invitations .018 1 .892 
iii. sexual propositions .001 1 .976 
iv. physical advances .038 1 .846 
V. sexual bribery .075 1 .784 
C. Sexual harassment experiences analyzed by classification 
i. undue attention .227 1 .634 
ii. invitations .976 1 .323 
iii. sexual propositions .210 1 .646 
iv. physical advances .527 1 .468 
V. sexual bribery .796 1 .372 
Research Question 4 
Reasons sexual harassment was not reported analyzed by gender 
i. not sure who to tell .003 1 .957 
ii. too embarassed 1.430 1 .232 
iii. did not want to hurt harasser .137 1 .711 
iv. fear of retaliation 1.615 1 .204 
V. nothing would be done .611 1 .434 
vi. not sure it would be kept 2.213 1 .137 
confidential 
vii. too much time and effort .169 1 .681 
viii. not that serious .001 1 .986 
ix. would not be believed .728 1 .393 
X. other .037 1 .847 
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Table J1 (continued) 
Chi Square Degrees of 
Value Freedom Probability 
Reasons sexual harassment was not reported analyzed by ethnicity 
i. not sure who to tell .005 1 .944 
ii. too embarassed .144 1 .704 
iii. did not want to hurt harasser .144 1 .704 
iv. fear of retaliation .001 1 .985 
V. nothing would be done .656 1 .418 
vi. not sure it would be kept .001 1 .971 
confidential 
vii. too much time and effort .180 1 .671 
viii. not that serious .455 1 .500 
ix. would not be believed .197 1 .657 
X. other .030 1 .862 
Reasons sexual harassment was not reported analyzed by classification 
i. not sure who to tell .029 1 .864 
ii. too embarassed .002 1 .966 
iii. did not want to hurt harasser .136 1 .712 
iv. not sure it would be kept 1.460 1 .227 
confidential 
v. too much time and effort 3.624 1 .057 
vi. not that serious .971 1 .324 
vii. would not be believed 1.048 1 .306 
Research Question 5 
A. Avoidance of a class or work 1.661 1 .197 
analyzed by ethnicity 
B. Avoidance of a class or work 3.044 1 .081 
analyzed by classification 
Table J1 (continued) 
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Chi Square Degrees of 
Value Freedom Probability 
Research Question 6 
A. Aware of students who avoided .495 1 .481 
class or work analyzed by gender 
B. Aware of students who avoided 3.339 1 .068 
class or work analyzed by ethnicity 
C. Aware of students who avoided 2.064 1 .151 
class or work analyzed by 
classification 
Research Question 7 
A. Awareness of sexual harassment 4.767 1 .092 
from Thomas hearing analyzed by 
ethnicity 
Research Question 8 
A. Likelihood of reporting sexual 4.022 2 .134 
harassment due to Thomas hearing 
analyzed by ethnicity 
B. Likelihood of reporting sexual 3.559 2 .169 
harassment due to Thomas hearing 
analyzed by classification 
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APPENDIX K: RESULTS OF SURVEY QUESTION 22 REGARDING SEXUAL 
HARASSMENT MATERIAL 
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Table Kl. Frequencies and percentages of responses to survey question 22: Have 
you ever received educational material regarding sexual harassment while 
at ISU: If yes, from where (Circle ALL that apply) 
Provided sexual harassment material n % 
Yes, but don't remember where 78 29.9 
Other 43 16.5 
Residence Halls 42 16.1 
In a class 35 13.4 
Women's Center 23 8.8 
Dean of Students Office 15 5.7 
Affirmative Action Office 10 3.8 
YWCA 8 3.1 
Greek Organization 7 2.7 
Total 261 100.0 
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APPENDIX L: RESULTS OF SURVEY QUESTIONS 5, 7, 8, 9, 10, 19, 20, 21B 
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Table LI. Frequencies and percentages of responses to survey question 5; How many different ISU 
faculty members have treated you in the following ways? 
No One 2-5 More Than 
Faculty Faculty Faculty 5 Faculty 
Type of Sexual Harassment n % n % n % n % 
a) sexist comments 24 11.3 78 36.6 100 46.9 11 5.2 
b) sexual comments 115 55.0 51 24.4 39 18.7 4 1.9 
c) undue attention 148 70.8 44 21.1 16 7.7 1 0.5 
d) invitations 198 94.7 10 4.8 1 0.5 0 0.0 
e) sexual propositions 202 96.7 7 3.3 0 0.0 0 0.0 
f) physical advances 196 93.8 9 4.3 4 1.9 0 0.0 
g) sexual bribery 209 100.0 0 0.0 0 0.0 0. 0.0 
Table L2. Frequencies and percentages of responses to survey question 7: If you personally have experienced sexual harassment by a faculty 
member as defined by any of the seven categories listed on page 2, what was the primary academic relationship between you and the 
faculty member(s) at the time fo the incident(s)? (Circle all that apply) 
Never Dept. Other Both Both 
Type of Sexual Hap- Grad Chair- (Please Prof. & Prof. & 
Harassment pened Prof. T.A. Advisor person specify) T.A. Advisor 
n % n % n % n % n % n % n % n % 
a) sexist comments 
b) sexual comments 
c) undue attention 
d) invitations 
e) sexual propositions 
0 physical advances 
g) sexual bribery 
26 12.5 121 58.2 
108 57.2 68 33.2 
142 69.6 26 12.7 
191 94.1 5 2.5 
198 97.5 2 1.0 
188 92.6 6 3.0 
202 100.0 0 0.0 
13 6.3 1 0.5 
8 3.9 1 0.5 
24 11.8 0 0.0 
5 2.5 1 0.5 
1 0.5 • 0 0.0 
5 2.5 0 0.0 
0 0.0 0 0.0 
4 1.9 4 1.9 
1 0.5 6 2.9 
1 0.5 5 2.5 
1 1.1 1 0.5 
1 1.1 1 0.5 
0 0.0 4 2.0 
0 0.0 0 0.0 
28 13.5 11 5.3 
11 5.4 2 1.0 
5 2.5 1 0.5 
0 0.0 0 0.0 
1 0.5 0 0.0 
0 0.0 0 0.0 
0 0.0 0 0.0 
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Table L3. Frequencies of responses to survey question 8: If you have ever felt sexually harassed at 
ISU, when did the most recent sexual harassment occur 
n 
Prior to enrolling in the course 3 
While enrolled in the course 117 
After the course was completed 5 




Table L4. Frequencies and percentages of responses to survey question 9: If you have ever felt 
sexually harassed at ISU, with what college(s) was the faculty member(s) associated 
(Circle all that apply) 
College n % 
Agriculture 18 9.2 
Business 10 5.1 
Design 16 8.2 
Education 29 14.8 
Engineering 14 7.1 
Family and Consumer Sciences 10 5.1 
Liberal Arts and Sciences 95 48.5 
Veterinary Medicine 4 2.0 
TOTAL 196 100.0 
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Table L5. Frequencies and percentages of responses to survey question 10: If you have ever felt 
sexually harassed at ISU, what did you do? 
Response n % 
Ignored it 107 40.5 
Talked about it with friends 79 29.9 
Kept it to myself 24 9.1 
Confronted the harasser 23 8.7 
Talked about it with family 19 7.2 
Other 8 3.0 
Reported it 3 1.1 
Filled out bias incident report form L .4 
Total 264 100.0 
Note. 166 respondents gave multiple responses 
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Table L6. Frequencies and percentages of responses to survey question 15: In the future, if you were 
to report an incident of sexual harassment (as defined by any of the categories on page 2) 
by a faculty member, what do you think would happen to the person you were reporting 













1 n % 
a) Nothing 47 9.8 110 22.9 153 31.9 141 29.4 29 6.0 
b) An investigation of the report 
would occur 
33 6.8 260 53.7 152 31.4 34 7.0 5 1.0 
c) The faculty member would be 
warned not to continue such 
behavior 
45 9.3 271 56.1 135 28.0 28 5.8 4 0.8 
d) A report would be put in the faculty 12 
member's file 
2.5 98 20.3 264 54.8 86 17.8 22 4.6 
e) The faculty member would be 
suspended or fired 
4 0.8 3 0.6 152 31.6 165 34.3 157 32.6 
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Table L7: Percentages of responses to survey question 19: Below is a list of statements about aspects 
of student-faculty relationships. By circling a number for each statement, indicate the 
extent to which you agree or disagree with each statement 
Agree/ Disagree/ 
Questions Strongly Agree Not Sure Strongly Disagree 
% % % 
a) Joking and talking about sexual matters 24.4 9.2 66.4 
occur frequently in the classroom 
b) Many male faculty members give a 19.8 34.8 45.4 
preference to attractive female students 
in awarding grades 
c) Many female faculty members give a 7.7 38.3 53.9 
preference to attractive male students in 
awarding grades 
d) Many female students would consider 19.9 20.6 59.5 
sexual advances by a male faculty 
member to be a compliment 
e) Graduate students are more likely to 17.9 41.5 40.5 
experience sexual harassment than 
undergraduate students 
f) Graduate teaching assistants are more 34.0 38.3 27.7 
likely to make sexual advances to 
students than are professors 
g) If a female student is asked by an 3.3 8.5 88.2 
instructor to engage in sexual relations, 
it's probably because she did something 
to encourage it 
h) Female students who experience sexual 13.1 15.1 71.8 
advances from faculty members should 
have done something to prevent it 
i) Consenting sexual relationships between 65.9 15.9 18.2 
a student and a teacher are 
professionally inappropriate 
j) Encouraging a faculty member's sexual 11.0 33.0 55.4 
interest is frequently used by female 
students to get better grades 
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Table L7 (continued) Agree/ Disagree/ 
Strongly Agree Not Sure Strongly Disagree 
Questions % % % 
k) Encouraging a faculty member's interest 4.3 33.0 62.7 
is frequently used by male students to 
get better grades 
1) Many female students would be afraid 
to resist sexual advances from male 24.2 20.4 55.4 
faculty members 
m) Most female students would be 
reluctant to report a case of sexual 74.5 15.9 9.6 
harassment to an administrator 
n) Most male students would be reluctant 
to report a case of sexual harassment to 72.7 16.7 10.6 
an administrator 
o) The amount of harassment (of any kind) 
at ISU is greatly exaggerated 10.2 69.4 20.4 
p) It is only natural for a male faculty 
member to make sexual advances to a 2.7 4.1 93.2 
female student he finds attractive 
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Table L8a. Frequencies of responses to survey question 20a: As an ISU student, have you ever dated 




Table L8b. Frequencies of responses to survey question 20b: If YES: b) Who first initiated these 
dates (Circle one) 
I Did 0 
Instructor Did 3 
We Both Did 4 
Table L8c. Frequencies of responses to survey question 20c: When did the dates occur (Circle all 
that apply) 
n 
Prior to Enrolling in Course 
While Enrolled in Course 





Table L9. Frequencies and percentages of responses to survey question 21b; Think about the 
Clarent Thomas Supreme Court nomination hearing in which Anita Hill testified he 
sexually harassed her: Who did you believe 
Who did you believe? n % 
Thomas 
Hill 
Not Sure 
87 
233 
159 
18.2 
46.8 
33.2 
